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ABSTRACT 
The primary objective was to assess Human Resource Management Practices in the 
Ministry of Public Service, Central Equatoria State-South Sudan. The objectives of the 
study were: Identify the key Practices used by the Ministry of Public Service in human 
resources management in Central Equatoria State. It also sought to establish the 
challenges faced by the Ministry of Public Service in human resources management 
practices in Central Equatoria State and to identify employees‟ perceptions on human 
resources management practices in Ministry of the Public Service in Central Equatoria 
State and lastly, to determine how and to what extent the Ministry of the Public Service 
can further improve on human resources management practices in Central Equatoria 
State. The study used both qualitative and quantitative methodology of data collection. 
Interviews and questionnaires were used as qualitative and quantitative methods of 
data collection respectively. The study used twenty five (25) respondents starting from 
Director General, Department of Administration and Finance, Department of General 
List of Clerks, Department of Establishments, Department of Pensions, Department of 
Budgets, and Department of Labour. The results revealed that; the human resource 
management practices by Ministry of Public Service in Central Equatoria State in the 
different departments need to ensure efficient and effective human resource 
management practices reforms, and the recommendations were put forward to assist 
the public civil servants in different human resource departments in the State. 
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CHAPTER ONE 
 
INTRODUCTION: OVERVIEW AND DEMARCATION OF THE STUDY FIELD 
 
1.1 INTRODUCTORY COMMENTS  
Human Resource Management practices as all management decisions and actions that 
affect the nature of the relationship between the organisation and its employees and the 
human resources. According to Beer, et al (1984:123), daily general management 
makes important. The success of any government to respond effectively to these 
challenges is dictated largely by its ability to recruit and retain a talented workforce. 
Nations that fail to compete successfully in the global war for talent are likely to suffer 
dire consequences, while those that excel will be well positioned to succeed.  Not 
surprisingly, most of the international community is faced with a common set of human 
resource management (HRM) dilemmas.  
 
It is not hyperbole to suggest that many nations are facing a human resource 
management crisis. At the time when governments need to be most adept at luring 
talent to public service, their ability to do so has rarely been so constrained and 
complicated by economic, social, and organisational pressures. One of the most 
important truisms in HRM is that the personnel process is a system. Ideally, this means 
that components should be interrelated and integrated. Thus, it is essential to consider 
HRM as part of the broader cultural and political environments that influence (or even 
control) staffing decisions. Any nation‟s success in recruiting talented and committed 
people to public service depends not only on many facets of the HRM system, but also 
on the political, social and economic context. Without legitimate and transparent political 
institutions, for example, the public personnel system is likely to be controlled by 
privileged groups and castes (Anderson 1987). Talent might be “recruited” in this 
setting, but often through political or familial associations or other contacts. Similarly, 
countries unable to pay their civil servants a competitive wage, or which employ 
outdated HRM policies, clearly has problems attracting applicants in the contemporary 
labour market. The simple point is that recruitment and selection cannot and would not 
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generally be successful unless certain preconditions exist. No matter how innovative 
and aggressive a public agency might be in attracting applicants and no matter how 
many HRM best practices it implements – success will be elusive unless the 
fundamental conditions are right. 
 
In addition to the systemic issues discussed above, sound recruitment and selection 
practices also depend on complementary HRM systems. For example, an adequate 
employee records system is needed to track applicant status and progress. More 
importantly, a human resource planning system should guide and drive the recruiting 
system. In the absence of solid HR planning, openings occur as “surprises” rather than 
as predicted events for which the organisation is prepared. Other important HRM 
components are a competitive compensation system, a reliable (and not too restrictive) 
set of job descriptions, a workable classification scheme (broadly defined pay bands) , 
employee development opportunities to promote worker growth and stem attrition, 
succession planning, and a reasonable amount of job security. Without any one of these 
complementary features, even the most carefully-crafted recruitment programme may 
fail to attract and retain talent.  The research study fall in the domain of Public Human 
Resource Management that sought to assess the Human Resources Management 
Practices in the Ministry of Public Service, Central Equatoria State-South Sudan. This 
chapter will cover the focus of the study, its rationale, the main secondary problem. It 
also outlines research questions, objectives of the study, its significance, limitations and 
delimitation of the study. 
 
1.2 RATIONALE  
The Human Resources Management Practices in Central Equatoria State in South 
Sudan is one of the functions and role of government together with the proper set up of 
structures, processes, policies and legal operations. This is meant to create efficient, 
effective administration of public service organisations. The Ministry of Public Service 
came into existence in colonial times and became active in 1956, after Sudan became 
independent. The Public Service Administration through the appointment of public 
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servants rendered much service before the war and after the signing of the 
Comprehensive Peace Agreement (CPA) in 2005. It has however not been easy to 
render public services such as health, education and other infrastructures (Public 
Service Regulation Act (1994-1995). This has been so given the fact that for 
government policies to be translated into action knowledge and skills are required. It is 
in this regard that the Public Service Ministry plays a significant role in the appointment 
and development of civil servants.  
 
The public service vision provides that all the rules that have been set for better service 
delivery should have a system of nominal roll and budget that reflects the needs of all 
the activities in the Public Service, so as to produce desired results both at government 
of South Sudan and at the State level. According to Decenzo & Robbins,  (2004:37), 
human resources management (HRM) , is defined as the function within an organisation 
that focuses on recruitment of, management of, and providing direction for the people 
who work in the organization. Human Resource Management can also be performed by 
line managers. It is also a strategic and comprehensive approach to managing people 
and the workplace culture and environment. Effective HRM enables employees to 
contribute effectively and productively to the overall company direction and the 
accomplishment of the organisation's goals and objectives. 
 
The legislature lays down public policy in general terms which is usually expressed in 
the form of Acts, laws, regulations and instructions.  In order to give more precise 
expression to these Acts and laws the Public Service, and the administrative arms of 
government play an important role implementation. The policy making and 
implementation roles of civil servants, especially Senior Administrators and Directors, 
have however evoked mounting public criticism, top level administrators in Central 
Equatoria State for example have faced unusually serious challenges to their authority. 
With regards to democratic norms, there has been unprecedented emphasis in 
government institutions being political and not merely administrative. This government 
by administrators is called “bureaucracy” (South Sudan Executive Reform, 2009).  
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Bureaucracy is an administrative organisation consisting of a legal body of non-elected 
employed officials organised hierarchically in departments, in accordance with rules 
governing the conditions of their service. According to the State Parliament Constitution 
of the Central Equatoria South Sudan and the States that emerged in a war, has a 
bureaucratic system of governance which consists of an executive and legislative 
branch. The Public Service has to carry out their decisions in implementing the policy 
through the civil servants who have to take necessary executive action to implement 
such policies, taking cognisance of the provisions of the Public Service Act, (1994-
1995). 
 
 Although Civil Servants are recruited, in theory, to serve political public officials, by 
carrying out their decisions, in reality, they exercise much more power in the formulation 
of public policies than the formal description of their responsibilities suggests. One 
critical aspect of public service employment for civil servants in Central Equatoria State 
is the execution and putting into action of Public Service Regulations. In terms of the 
State Constitution of 2005, article 136 (62) it is particularly provided that, the 
government of a State shall have a Civil Service consisting of all its employees, who 
shall impartially carry out the functions assigned to them according to enabling legal 
provisions. 
 
Sub-section (2) of the Constitution of the Republic of South Sudan 2005,  further states 
that, the law shall determine terms and conditions of service, duties and rights of 
employees of the State.  The basic values and the guidelines for  the Civil Service  
further provide that,  it shall be governed by inter alia, certain values and principles. 
Amongst these are that; the civil service shall firstly be accountable to the appropriate 
level of government. Secondly, it should be broadly representative of the people of the 
State, with employment and personnel management practices based on ability, 
objectivity, fair competition for jobs, and need to redress any imbalances of the past to 
achieve broad representation through affirmative action. Finally it should function, and 
be structured, in accordance with the law; and it shall be expected to execute the 
policies of the government. 
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This means that, all levels of government in the State shall be responsible for the 
recruitment, appointment promotion, transfer and dismissal of employees in the Civil 
Service administrations. This should be guided by uniform standards set out in the 
Constitution, 2005 and the enabling Acts. The terms and conditions of employment in 
the State Civil Service are thus regulated by law. In South Sudan, it is therefore 
imperative that personnel be continuously trained and developed as no institution can 
function efficiently without suitably trained personnel. This is so, since the State Civil 
Service Office is expected to be independent and impartial and to exercise its powers 
and perform its functions without fear, favour or prejudice in the interest of the 
maintenance of an effective and efficient Civil Service and high standards of 
professional ethics.  
 
This vision and mandate has to be realised as provided for in the Constitution of Central 
Equatoria State, the Public Service Act (Public Service Reforms and Human Resource 
Development, 2009:2).  Development of strategies to realise this vision is also expected 
to review the organisation‟s processes, structures, policies and legal framework, to 
identify areas of malfunction.  Appropriate interventions can then be developed to 
address the malfunctions within the reforms framework. The application of the reforms 
strategy is expected to result in, a highly productive Ministry of Public Service, 
Departments and other Units of the State.  The resultant effect would be high quality 
customer focused service, provided by the Ministry and Department Service Institutions, 
efficient and effective use of Public Service institutions, a conducive environment for 
investment and private sector participation, made possible by efficient and effective 
public service systems. The result would thus be a prosperous nation with a vibrant 
economy, facilitated by quality employment through the Public Service, together with 
responsive service delivery in the State for the realisation of transparent service 
delivery. 
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1.3 RESEARCH PROBLEM  
The Public Service Regulation Act of 1995 of Central Equatoria State and Public 
Service Reforms Implementation Framework Manual 2009 guides the procedures for 
employing civil servants in Central Equatoria State, in line with human resource 
management practices.  Despite the fact that, the principles of the Public Service Act 
clearly indicates the employment regulations in the Public Service. As a result 
incompetent persons are often employed based on, other factors other than 
meritocracy. Such persons will often be found wanting and lacking the requisite skills 
required to render effective and good service delivery in that position or institution. The 
Central Equatoria Public Service Act 1995, sections (8) and (9) regarding selection, 
announcement and appointment of candidates should be entirely based on those who 
can compete for vacant positions.  Sub-section 22 (8) provides that all South Sudanese 
have the right to open competition for selection, to occupy public service posts which 
have been announced, without any distinction, except for efficiency, educational 
qualification and experience in accordance with the conditions  for occupying the post.  
The Public Service Regulation Act, 1995 of Central Equatoria State further provides that 
announcement of posts have to be made, with the exception of high leadership post and 
admission to service posts and those which are to be filled through promotion. To that 
effect, the head of the Unit (Human Resources Manager) has to advertise all vacant 
posts approved in the Unit budget. Such posts are expected to be filled through possible 
information media in a period not less than fifteen (15) days. The head of the unit has to 
furnish the Under-secretary with the copy of the notice. The notice alluded to, has to 
include basic information about the post including; its grade, the minimum educational 
qualification requirement, job description and fixture of the place and date for 
examination or interview. The heads of units will in turn submit applications to the unit 
which announced the post within the period fixed in the advertisement.  It is therefore, 
critically important that if the Public Service is to effectively play its employment role in 
the State, it should be able to pay special attention to the question of coordination of 
policies and policy instruments. This study therefore sought to assess    the Human 
Resources Management Practices in Central Equatoria State, Ministry of Public 
Services in the Republic of South Sudan. 
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1.4 STUDY AIM AND RESEARCH OBJECTIVES  
The aim of the study is to assess Human Resource Management Practices in the 
Ministry of Public Service, Central Equatoria State-South Sudan and how the State has 
been practicing the latter. 
 
The objectives of the study are to: 
1.  Identify the key Practices used by the Ministry of Public Service in human 
resources management in Central Equatoria State. 
2.  Establish the challenges faced by the Ministry of Public Service in human 
resources management practices in Central Equatoria State. 
3.  Identify employees‟ perceptions on human resources management practices in 
Ministry of the Public Service in Central Equatoria State. 
4. Determine the extent to which the Ministry of the Public Service can further 
improve on human resources management practices in Central Equatoria State. 
 
1.5 RESEARCH QUESTIONS  
1. What procedures and processes of human resources management practices are 
followed out by the Ministry of the Public Service in selecting, training, 
compensating, appointing and recruiting of public servants in Central Equatoria 
State? 
2. What challenges are faced by the Ministry of Public Service in human resources 
Management practices in Central Equatoria State? 
3. What are the employee‟s perceptions on human resources management and 
development processes in the Ministry of Public Service in Central Equatoria 
State? 
4. How can the Ministry of the Public Service improve on human resources 
management in Central Equatoria State? 
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1.6 SIGNIFICANCE OF THE STUDY  
This study sought to appraise human resources management practices in the Ministry 
of Public Service in Central Equatoria State-South Sudan. It seeks to achieve this by 
answering the research questions mentioned earlier; how and to what extent does the 
Ministry of the Public Service effectively implements the requisite frameworks and 
processes for human resources management practices in Central Equatoria State in 
South Sudan? It is also anticipated that the findings of the research will assist the 
Ministry of Public Service in Central Equatoria State to develop more effective criteria 
and policies for human resource management practices in the State.  Such policies 
could be used to guide and develop strategic frameworks designed to serve the 
departments which will lead to the improvement in civil servants‟ productivity and 
efficient service delivery in the State. 
 
The study will also be of immense benefit to the Directors and the subordinates in the 
Department of Human Resource in the Ministry of Public Service in Central Equatoria 
State. It may assists them in identifying and rectifying weaknesses  in the employment 
system in the State and thus offer solutions to challenges experienced in recruiting and 
utilising human resources. It is further hoped that, the study will develop other research 
interests in the utilisation of human resources management in the Ministry of Public 
Service. This will result in efficient and effective human resources practices for effective 
and efficient service delivery in the Central Equatoria State, South Sudan. 
 
1.7 LIMITATIONS AND DELIMITATION OF THE STUDY  
Financial and time constraints made the researcher not to have access to all the eight 
departments of the Public Service in the Ministry.  The study only focused on human 
resource management practices in the Central Equatoria State. The Human Resource 
Management Development, a subdivision of the Human Resource Management 
Division/Unit in the Ministry of Public Service, Central Equatoria State was the focus of 
this study. Due to shortage of ample time the research was only focused on a small 
number of officials from the Ministry of Public Service in Central Equatoria State. The 
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research could have covered all the Departments but with the time frame and 
unavailability of funds this could not be achieved. 
1.8 DEFINITION OF KEY TERMS AND CONCEPTS 
The following sections define key terms as understood in this mini-dissertation. 
1.8.1 Human Resources Management Practice 
Decenzo & Robbins (2004:3.7) define Human Resource Management as the 
management of people, which should be centred on acquiring their services, developing 
their skills, motivating them to high levels of performance and ensuring that they 
continue to maintain their commitment to the organisation to achieve essential 
organisational goal and objectives. There are nine human resource areas, and as such 
the Central Equatoria State Ministry of Public Service has developed the departments in 
relation to the following Human Resource Management organisational models: 
 Training and development Department 
 Organisation and development Department 
 Organisation job design - Budgeting and Nominal Roll 
 Human Resource Planning Department 
 Selection and Staffing Department 
 Personnel Research and information system 
 Employee assistance Department 
 Union/Labour Relations Department 
 
1.8.2 Ministry Of Public Service 
 During the long Sudan-South Sudan war, the number of employees was less than 
ninety thousand and after the signing of the Comprehensive Peace Agreement in 2005. 
In 2009, the number increased to twenty-eight thousand (28,000) employees all over 
the six Counties of the State. These numbers have grown steadily since the signing of 
the Comprehensive Peace Agreement on 9th January, 2005.  In terms of the 
Comprehensive Peace Agreement (2005:56) the States/Regions and the government 
shall retain and dispose of such other income raised and collected under their own 
taxing powers. For purposes of the smooth running of the government and consistent 
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with the re-organisation which aims to create suitable structures to support the 
government, there was need to promulgate the Public Service Regulation Act, 1995.   
To further create a conducive working environment in the government of Central 
Equatoria State, there was again need to implement provisions of the Public Service 
Reforms Implementation Framework Manual, 2009. The Framework stipulates the 
transformation of the system, structure and management, administration, budgeting and 
training processes, to give priority to the basic needs of the employees and to promote 
social and economic development of the State. 
 
Article: 137(1) of the State Constitution of 2008 categorises the needs of the people that 
shall be appropriately addressed, and stipulates that the public shall be encouraged to 
participate in policy-making. Hence section (3.4) of the Public Service Reforms 
Implementation Framework Manual, stipulates the reorganisation of Public Services. 
The Ministry of the Public Service is therefore a government entity that aims to create 
suitable structures, which would support effective service delivery, for the realisation of 
the State vision. It is envisaged as the starting point of reform processes, whereas an 
organ of State performs both legislative and executive functions as authorised by the 
relevant Administration of the State. 
 
1.8.3 Service Delivery 
This is the provision of public activities, benefits or satisfactions.  The Public Service 
Regulations, 1995 and Employee Discipline Act, 1994 relates good service delivery to 
be in accordance with employment practices which seek to attract capable employees 
that shall render better service to the state through public employees responding to 
citizen demands, by providing a wide range of services in greater quantities to more 
people than ever before (Bowman, 2002:207). 
 
1.8.4 Training 
Decenzo & Robbins (2004:240) assert that training is a learning experience in that it 
seeks a relatively permanent change in an individual that will improve his or her ability 
to perform on the job. The training can involve the changing of skills, knowledge, 
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attitudes, or social behaviour. It may mean changing what the employee knows, how 
they work, their attitudes toward their work, or their interactions with their co-workers or 
their supervisor. Training is also defined in the Public Service Act: (1995:17) of the 
Central Equatoria State government as a systematic and planned process to change 
the knowledge, skills and behaviours of employees in such a way that the 
organization/government maintains the required objectives through a knowledgeable 
workforce. 
 
1.9 OUTLINE OF THE STUDY 
Chapter one provided an introduction to the study. The chapter also provided the 
background to the study, the problem statement, research questions, objectives, 
significance, and limitations and delimitations of the study. It also defined key 
terminology used in the study. Chapter two will provide a theoretical base and 
framework for Public Human Resource Management and their appointment and 
utilisation within the context of Public Administration. Chapter three will outline, 
describe and discuss the research design and methodology used to answer questions 
posed in chapter one. Chapter four will present the data collected, analyse it, discuss 
the data and interprets for findings. Chapter five summarises and concludes the study. 
Specific recommendations are also provided in this chapter. 
 
1.10. CONCLUDING REMARKS  
This chapter provided the general overview and introduction of the study, through the 
back ground and context. It also presented the significance for undertaking the study, 
the objectives, purpose, and problem statement including the ways of recruiting 
workers, the research questions, the limitations and the important key terms of the 
study. The chapter two deals with literature review on human resources management 
practices in the Ministry of Public, Central Equatoria State.  The chapter will further 
discuss the need and importance of human resources management practices on 
training and development, recruitment and selection, the methods of recruitment and 
training, the advantages of state as an employer and its advantages to the employees. 
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CHAPTER TWO 
 
REVIEW OF RELATED LITERATURE 
 
2.1. INTRODUCTORY REMARKS  
Chapter one introduced the study, its background and context, the research problem, 
the research objectives, research questions and the significance of the study, aims and 
objectives, limitation as well as the definitions of key terms and  the theoretical and 
conceptual framework of human  resource management. This chapter reviews literature 
on human resources management practices in the Ministry of Public, Central Equatoria 
State.  The chapter will further discuss the need and importance of human resources 
management practices on training and development, recruitment and selection, the 
methods of recruitment and training, the advantages of state as an employer and its 
advantages to the employees, and then it ends with concluding remarks. 
 
2.2. HUMAN RESOURCES MANAGEMENT PRACTICES 
Beer, Specter, Lawrence, Quin Mills & Walton (1984:121) define Human Resource 
Management practices as all management decisions and actions that affect the nature 
of the relationship between the organisation and its employees and the human 
resources. According to Beer, et al (1984:123), daily general management makes 
important decisions that affect this relationship. This leads to a map of Human Resource 
Management territory, the core of which they refer to as the four “Cs. These are: 
Competence of employers - high competence creates a positive attitude towards 
appointments and development of human resource; Commitment of employees - high 
commitment means that employees will be motivated to hear, understand and respond 
to management‟s communication relating to the organisation of work;  Congruence 
between the goals of employees and those of the Ministry of Public Service - higher 
congruence is a reflection of policies and practices which bring about a higher 
coincidence of interest among management, public administration and workers alike 
and cost effectiveness of Human Resource Management practices, which means   
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human resource costs (i.e. wages, benefits, training and indirect costs such as strikes, 
turnover and grievances).  
 
McGregor & Tompkins (1995:32), places the strategic management of human resources 
on the shoulders of the public service administration at all levels of management. He is 
of the opinion that the application of strategic management principles requires all 
managers to “learn to think systematically about the many connections between 
strategy and people.” Human resource management in the public service will result in a 
diverse, competent and well-managed workforce, capable and committed to delivering 
high quality services to the people of Central Equatoria State. Human resource 
management in the public service should become a model of excellence, in which 
service to society stems from individual commitment instead of compulsion.  
 
Thus, the management of employees should be regarded as a significant task for those 
who have been charged with that responsibility and should be conducted in a 
professional manner. The following values are derived from the Constitution of Central 
Equatoria State (2008) and the Public Service Regulation Act (1994:4).  The main 
values of the Constitution are to provide law and regulations to the government of 
Central Equatoria State and its citizens, freedom of speech and press and peace. It 
enables the Central Equatoria State government to formulate law, rules and regulations. 
The values of Public Service Regulation Act are to:  provide employment to the citizens 
of the state, guide the Central Equatoria State government to provide services and 
proper service delivery to the people of the State, provide rules and regulations for 
employment, and allocate grades for each employee in the different departments in the 
Central Equatoria State.  
 
2.3. HUMAN RESOURCES DEVELOPMENT  
Mello (2008:203) is of the opinion that part of the plan to improve service delivery 
should include human resource development. In the same vein, Pillay, Subban & 
Qwabe (2008:310) argue that “human resources must secure effective and efficient 
 14 
 
service delivery by appropriately training employees”. Human resources should 
therefore, ascertain that the existing national skills and appointment priorities are 
consistent and structured within the ambit of the constitution. According to Harrison 
(1997:122) HRD literature is now more strategically focused and better integrated with 
fields of human resource management, and organisational appointment. However, he 
argues that despite such progress HRD as a concept, model, approach, discourse or 
set of practices remains unclear. A number of dimensions do, however, emerge, 
specifically, from an analysis of the literature.  HRD is conceptualised as an investment 
in human resources capability, rather than an employment cost and it is mainly 
concerned with change at all levels, both organisational and personnel. HRD is also 
concerned with identifying and enhancing the core competencies required at each level 
to meet its present and future objectives. It focuses on the management and delivery of 
services within the organisation and concerns itself with selecting the best delivery 
systems designed to enhance human resource competencies and also organisational 
and individual appointment. 
 
2.4. RECRUITMENT, TRAINING AND DEVELOPMENT   
Grobler, Warnich, Carrel, Elbert & Hatfield (2006:300) divide training into general and 
specific training. General training refers to training in which employees gain skills that 
can be used at most workplaces, for example basic skills would qualify as general skills, 
for example using a photo copier machine. Specific training refers to training in which 
employees gain information and skills that are tailored specifically to their own work, for 
example training of administrators and the employees.  Craythorne (1997:327) argues 
that training and development can be used to improve existing skills or to introduce new 
ones. An organisation needs to develop leadership qualities among its potential 
employees. The public service has ultimately realised that it needs to be responsive to 
the needs of the citizens of the country, but it cannot respond to changing needs if 
employees are not able to cope with transformation, are not skilled or capable of 
handling new developments (Van Dijk & Thornhill 2003: 461). 
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According to Buckley & Caple (2004:6) training and development refers to the imparting 
of specific skills, abilities and knowledge to an employee. They are both of the opinion  
that training and development is formally defined as any attempt to improve current or 
future employee performance by increasing an employee‟s ability to perform through 
learning, usually by changing the employee‟s attitude or increasing his or her skills and 
knowledge. A distinction among training, education and development enables us to 
acquire a better perspective about the meaning of the term training, which refers to the 
process of imparting specific skills. Education, on the other hand is confined, 
theoretically to learning. To distinguish these terms; training is offered in case of 
operatives whereas development programmes are conducted for employees at higher 
levels. However, education is common to all the employees. 
 
 Any training and development programmes must contain inputs which enable 
participants to gain skills, learn theoretical concepts and help acquire vision into the 
future. These traits include skills, education, development, ethics, attitudinal changes, 
decision making and problem solving skills. One contribution a manager is uniquely 
expected to make is to give others vision and ability to perform. Buckley & Caple 
(2004:7) states that the general movement towards downsizing, flexible structures of 
organisations and the nature of management moving towards the devolution of power to 
the workforce, gives increasing emphasis to an environment of coaching and support.  
 
Training is necessary to ensure an adequate supply of staff that is technically and 
socially competent and capable of career development into specialist departments or 
management positions. There is, therefore, a continual need for the process of staff 
development.  Training therefore fulfils an important part of this process. It should, thus, 
be viewed as an integral part of the process of total quality management.  
 
2.5. THE METHOD OF RECRUITMENT 
A manager can recruit in two different ways: 
Internal recruitment is when the business, organisation or government looks to fill the 
vacancy from within its existing workforce.  
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External recruitment is when the business looks to fill the vacancy from any suitable 
applicant outside the business. 
 
2.5.1. The External Method of Recruitment 
Job centre’s - These are paid for by the government and are responsible for helping 
the unemployed find jobs or get training. They also provide a service to the government 
within the locality needing to advertise a vacancy and are generally free to use. 
 
Job advertisements - Advertisements are the most common form of external 
recruitment. They can be found in many places (local and national newspapers, notice 
boards, recruitment fairs) and should include some important information relating to the 
job (job title, pay package, location, job description, how to apply-either by CV or 
application form). Where a business chooses to advertise will depend on the cost of 
advertising and the coverage needed (i.e. how far away people will consider applying 
for the job (Beer, et al. 1985). 
 
Recruitment agency - Provides employers with details of suitable candidates for a 
vacancy and can sometimes be referred to as „head-hunters‟. They work for a fee and 
often specialize in particular employment areas e.g. nursing, financial services, teacher 
recruitment 
Personal recommendation - Often referred to as „word of mouth‟ and can be a 
recommendation from a colleague at work. A full assessment of the candidate is still 
needed however but potentially it saves on advertising cost. 
 
2.6. THE APPOINTMENT PROCESSES 
The Central Equatoria Public Service Act 1995: sections (8) and (9) are applied for 
selection, announcement and appointment of candidates for those who can compete in 
the right positions.  All South Sudanese have the right to open competition for selection 
to occupy public posts which have been announced, without any distinction, except for 
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efficiency, educational qualification and experience in accordance with the conditions for 
occupying the post (Subsection, 22:8). According to Public Service Regulation Act, 
1995 of South Sudan announcement of post has to be made with the exception of high 
leadership post and admission to service post and those which are to be filled through 
promotion. The Head of the Unit is to advertise all vacant post approved in the Unit 
budget which should be filled through possible information media in a period not less 
than (15) days.  The head of the Unit has to furnish the under secretary with the copy of 
the notice.  Practically, the subordinate does not consult the superior. Such notice 
stipulated in the above paragraph has to include basic information about the post, its 
grade, the minimum educational qualification requirement, job description, fixture of the 
place and date for examination or interview, to avoid complains by those who will be 
interviewed. 
 
As such, the employees in the Public Service of Central Equatoria State are to apply for 
the advertised jobs through the heads of their units and the heads of units will submit 
applications to the unit which announced the post within the fixed period in the 
advertisement. The applicant should be a South Sudanese national, aged not less than 
eighteen or not above sixty (60) years old, in accordance with the experience required 
for the job. The applicant is further expected to produce an original Certificate to confirm 
that he/she has never been sentenced to imprisonment on a crime against his/her 
honours and trust, except after a resolution has been issued from the Minister who is 
the Head of the Public Service and/or by his/her Heads of Departments to comply with 
the enabling Act/laws. 
 
2.7. PUBLIC ADMINISTRATION AND HUMAN RESOURCES MANAGEMENT 
Mafunisa, (2003:86) defines public administration as the provision of goods and 
services to members of the public with the aid of administrative and auxiliary functions. 
Administrative functions include policy-making, organising, financing, personnel 
provision and utilization, determination of work procedures and control. Auxiliary 
functions include research, public relations, record-keeping, providing legal services and 
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decision making. In addition, Cameron defines administration as the neutral 
implementation of policy by bureaucrats in a non-partisan, technical fashion (Cameron, 
2003:7). In support of Cameron‟s view, Thornhill (2005:180) asserts that, administration 
is primarily concerned with the establishment of an enabling framework for the 
performance of duties. 
  
Dye (1987:324) writes that the term Public Administration has always meant the study 
of the public service.  Public administrators need to be concerned with both theory and 
practice hence practical considerations are at the forefront of the field, even though 
theory is the basis of best practices. Public administration is considered a science 
because knowledge is generated and evaluated according to the scientific method 
(Singelmann 1986). According to Weber, Fly & Negro (1996:37), a dichotomy exists 
between politics and administration.  They argue that the role of political office bearers 
in a democratic government is to give direction to policy and expression to common 
interest. The honour of political office bearers, Weber argues, lies in their personal and 
ethical responsibility for their actions. They take a stand and are passionate on political 
matters. This role is opposed to that of public servants (administrators) who are to 
engage only in the impartial administration of their offices. The honour of administrators, 
Weber further states, is vested in their ability to execute conscientiously the lawful 
orders of superior political authorities. Politics and administrative distinction has long 
been recognised by administrative theorists as an artificial one (Weber, 1845-1920). 
 
Waldo, in The Administrative State of 1948, however argued that bureaucrats were 
becoming too loyal to the profession rather than the public (Cameron, 2003:56). For 
instance, if there is dichotomy, administrators tend to concentrate on the separation 
between them and the politicians, whilst compromising service delivery. Hence, it is 
practically impossible to separate these two-complimentary phenomena. Implicitly, what 
makes the dichotomy artificial is the interface, which basically disqualifies the supposed 
divisibility of politics from administration. Cloete (1981:1) writes that administration is 
found whenever two or more people take joint action to achieve an objective. 
Administration takes place wherever people work or play with a common goal in mind 
 19 
 
thus, it is found in all spheres of human activity where joint action is required to achieve 
a goal. Administration does not take place in a vacuum and has its aim as the 
realisation of effective and efficient goals. Simon, Smithburg & Thompson (1968:4) 
describe administration as cooperative group action with emphasis, not only on the 
execution of any activity, but also on the choices describing how the activity was 
implemented. 
 
2.8. INTERSECTION: PUBLIC ADNINISTRATION AND HUMAN RESOURCES 
MANAGEMENT (HRM) 
Public human resource management seeks to maximise the values of efficiency, 
economy and administrative effectiveness through good human resources practices 
such as recruitment, selection, placement and the general treatment of public officials at 
work. Therefore, all public sectors/institutions strive towards being successful. 
Successful, in this context, means doing the right things (being effective) in the right 
way (being efficient) (Swanepoel, et al. (2003:2-5).  Administration is action-oriented 
and is aimed at ensuring that activities are conducted in such a manner that goals are 
attained. The purpose of public service is to render services to the society. Before any 
delivery of services, public policies are to be formulated and implemented. Hence public 
management functions are related to public administration and gives direction to the 
administrative conduct of public servants, to ensure the effective execution of policies 
by the public service. 
 
Personnel managers and thinkers like Taylor (1856-1915), Fayol (1841-1925) and Mayo 
(1880-1949) became more aware of administrative processes and management itself 
(Torrington & Hall, 2002:58). Public management practices were established not only by 
the needs of war, but by the needs to delivery services to the citizens, where it 
expanded in its staffing aspects. Public human resource management as a field of 
study, theory and practice is taken to be that part of management concerned with all the 
factors, decisions, principles, strategies, operations, practices, functions, activities, 
methods and procedures related to employees in institutions. It also refers to the 
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dimensions related to people in their employment relationships, and the dynamics that 
flow from them, all aimed at helping  ensure continuous institutional success, through 
good fit' employment relationships and in turbulent and ever-changing environmental 
conditions (Erasmus, et al. 2005: 4).  
 
During 1997, the Department of Public Service and Administration (DPSA) in South 
Africa published the White Paper on Human Resource Management in the Public 
Service, detailing a paradigm shift from personnel administration to human resource 
management.  Dunn & Fozouni (1976: 9-10) cited in Hanekom & Thornhill (1983:66-67), 
define a paradigm as, a `tradition, a school or a style of science that has concrete 
historical significance as well as explicit assumptions, methods and research projects. 
The personnel administration function is one of the generic administrative functions of 
public administration. Personnel administration deals with the acquisition of employees, 
while human resource management deals with the effective utilisation of employees 
with the main aim of effectively achieving the goals and strategies of an organisation.  
 
Van Dijk & Thornhill (2003:461) observe that human resource management is the 
encompassing management function comprising all the different human resource 
functions, including human resource development. They argue that, human resource 
management is not just about signing a leave form (basic clerical function) to enable an 
employee to attend a training course, but rather managing the cyclical process of 
identifying a training need, identifying an appropriate training course, granting an 
employee leave to attend the training course and then evaluating the outcome of the 
training course against a predetermined organizational standard, thereby facilitating the 
identification of a new training need. 
 
The importance of ensuring an appropriate human resource management direction for 
the public service is undeniable. Only when an organisation puts into practice the words 
describing a competent, professional and committed human resource system, will 
employees be able to master their own competence while acting as development 
resources to the benefit of their colleagues.  Human resource management will have to 
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undergo a crucial change in order to realise the development of employees towards 
becoming service delivery-orientated, multi-skilled and multi-cultural, while creating a 
flexible environment that considers both the individual as well as organisational needs. 
A paradigm shift away from traditional personnel administration to human resource 
management there appears to be a strong emphasis on human resource development. 
It could be stated that the public organisation's emphasis on human resource 
development, stems from the indisputable link between effective and efficient service 
delivery and human resource development. 
 
 From the above, it can be concluded that the emphasis in the public service has been 
on creating a service provision body that would not only be responsive, but also well 
equipped to handle the added pressures of an ever-increasing population with 
increasing demands. Thus, human resource development becomes instrumental to 
organisational effectiveness and efficiency. Identifying the strategic link between 
appropriate individual placements and realising organisational priorities becomes an 
important duty of all public service managers. The assumption can, thus, be made that 
without the identification of the strategic link, human resource development and training 
might not necessarily address organisational effectiveness. 
 
2.9. TRAINING AND DEVELOPMENT   
The Office of Public Service Management (OPSM) in Central Equatoria State, South 
Sudan is responsible for coordinating all public service employees training and it is fully 
consulted in initiating new training schemes, and in making substantial changes to 
existing training programmes. The training and development function in the Public 
Service Office involves orientation exercises or induction courses for all new entrants. It 
also includes skills development programmes, that take place each year or at least once 
in every two years for each staff. The programmes are drawn specifically for each 
different cadre and level of grade in accordance with the training needs assessment 
which is undertaken for every cadre. This enhances the achievement of public service 
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objectives, officer‟s career progression, individual‟s performance appraisal and gender 
balance.  
 
Leadership training also to prepares individuals for top level positions in the public 
service (Rugumyamheto, 2002:98).  In this case training should take place locally; 
however, where local institutions have inadequate training facilities or where local 
facilities are non-existent, efforts are made to secure and utilise training opportunities 
and scholarships that may be made available by friendly countries and International 
Organisations (Wangwe & Arkadie, 2002:78). This is compatible with Beardwell & 
Holden (1993:76) who argue, that, if employees are to experience flexibility and 
effectiveness on the job, they need to acquire and develop knowledge and skills, and if 
they are to believe that they are valued by the organisation they work for, then they 
need to see visible signs of management‟s commitment to their training and career 
needs. Training and development are the processes of investing in people, so that they 
are equipped to perform. These processes are part of an overall human resource 
management approach that hopefully will result in people being motivated to perform.  
 
The need for human resource development has increased since 1994 in South Sudan, 
even though training and appointment initiatives have been undertaken in both national 
and provincial spheres of government, they have been fragmented and uncoordinated, 
with inadequate monitoring and evaluation mechanisms to assess their success. In 
order for development and training to be beneficial to the government and its 
employees, a comprehensive, coherent training and education strategy for the public 
service is needed. In 2006 the Department of Public Service Administration was 
instrumental in compiling the national human resource development plan, which aims to 
encourage the development, appointment and training of public service employees as 
an important prerequisite to be emphasised. Such initiatives have advantages to various 
stakeholders. 
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2.9.1 Advantages of the State as an employer 
As a consequence of dynamic changes obtaining in the civil service due to the 
environment continuously changing, the state will need to provide their employees with 
training throughout their careers. If the state chooses not to provide continuous training, 
it will find it difficult to stay ahead of competition. The other benefit of training is that it 
keeps employees motivated. New skills and knowledge can help to reduce boredom. It 
also demonstrates to the employee that they are valuable enough for the employer to 
invest in them and their development. Cheminais, et al. (1998:191) is also of the opinion 
that training and development can ensure that the goods and services rendered are 
provided efficiently, economically and effectively. 
 
2.9.2. Advantages for employees  
Training keeps employees motivated, hence new skills and knowledge can help to 
reduce boredom. It also demonstrates to the employees that they are valuable enough 
for the employer to invest in them and their development. It increases job satisfaction 
and morale among employees, employee motivation, and efficiencies in processes, 
resulting in financial gain, capacity to adopt new technologies and methods, innovation 
in strategies and products and reduced employee turnover.  As such, Craythorne 
(1997:323) is further of the opinion that South Africa needs a trained public workforce if 
it is to meet the unfulfilled needs of its population. The demand for services is there and 
unless employees are properly and adequately trained, service standards will remain a 
major concern. Training must be a continuous and systematic development of the 
knowledge, skills and attitudes of all employees. The state government in South Sudan 
should enforce and regulate employment law that will emphasise gender equity, 
favourable selection and recruitment policies, training needs and development to equip 
staff with skills and knowledge. 
 
2.10. TRAINING AND RECRUITMENT NEEDS ANALYSIS  
Effective training or recruitment depends on knowing what results are required for the 
individual, the department and the organisation as a whole. With limited budgets and 
 24 
 
the need for cost-effective solutions, all organisations need to feel secure that the 
resources invested in training are targeted at areas where training and development is 
needed and a positive return on the investment is guaranteed. Effective training needs 
analysis is particularly vital in today's changing workplace, as new technologies and 
flexible working practices are introduced, leading to corresponding changes in the skills 
and abilities needed (Pace,  1991). 
2.10.1 Recruitment and selection 
This is the process of searching for and attracting an adequate number of qualified job 
candidates, from whom the organisation may select the most appropriate to field its staff 
needs. The process begins when the need to fill a position is identified and it ends with 
the receipt of résumés and completed application forms. The result is a pool of qualified 
job seekers from which the individual best matching the job requirements can be 
selected. The steps in recruitment process include identification of job openings, 
determination of job requirements, choosing appropriate recruiting sources and 
methods, and finally, generating a pool of qualified recruits. Job openings are identified 
through human resource planning or manager request (Beer, et al. 1985). 
 
Next is to determine the job requirements, this involves reviewing the job description 
and the job specification and updating them, if necessary. Appropriate recruiting 
sources and methods are chosen because there is no one, best recruiting technique. 
Consequently, the most appropriate for any given position depends on a number of 
factors, which include organisational policies and plans, and job requirements. 
Analyzing what the training needs are is a prerequisite for any effective training 
programme or event. Simply throwing training at individuals may miss the priority needs, 
and even cover areas that are not essential. Analyzing training needs should not be a 
task for specialists alone. Managers today are responsible for all forms of people 
management, including training and development of their team. It is, therefore, that they 
have an understanding of training needs analysis and be able to implement it 
successfully (Landale, 1999).  
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Internal recruitment can provide the most cost-effective source for recruits if the 
potential of the existing pool of employees has been enhanced through training, 
development and other performance-enhancing activities such as performance 
appraisal, succession planning and development centers to review performance and 
assess employee development needs and promotional potential. For many 
organisations, securing the best quality candidates requires external recruitment 
methods. Rapidly changing business models demand skill and experience that cannot 
be sourced or rapidly developed from the existing employee base. It would be unusual 
for an organisation to undertake all aspects of the recruitment process without support 
from third-party dedicated recruitment firms. This may involve a range of support 
services, such as: provision of Curriculum Vitae  or resumes, identifying recruitment 
media, advertisement design and media placement for job vacancies, candidate 
response handling, short listing, conducting aptitude test, preliminary interviews or 
reference and qualification verification. Typically, small organisations may not have in-
house resources or, in common with larger organizations, may not possess the 
particular skill-set required to undertake a specific recruitment assignment. Where 
requirements arise, these are referred on an ad HOC basis to government job centers 
or commercially-run employment agencies (Steel, 2006).   
 
2.10.2. Orientation, training and development process 
Employee orientation is the procedure of providing new employees with basic 
background information about the firm and the job. It is more or less, considered as one 
component of the employer‟s new-employee socialisation process. Socialisation 
process is an ongoing process of initiating in all employees the prevailing attitudes, 
standards, values, and patterns of behaviour that are expected by the organization. 
Training however is the process of teaching new or present employees the basic 
skills/competencies needed to perform their jobs. Whereas training focuses on skills 
and competencies needed to perform employees‟ current jobs, employee and 
management development is the training of a long-term nature. The aim is to prepare 
current employees for future jobs with the organisation or solving an organizational 
problem concerning, for example, poor interdepartmental communication. Training and 
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development processes include needs analysis, instructional design, validation, 
implementation, and evaluation and follow-up analysis is partly concerned with defining 
the gap between what is happening and what should happen  (Pillay,  Subban, & 
Qwabe,  2008). 
 
2.10.3. Career planning and development process 
It is the deliberate process through which persons become aware of personal career 
related attributes and the lifelong series of activities that contribute to their career 
fulfilment. Individuals, managers, and the organisation have a role to play in career 
development. Individuals accept responsibility of own career, assess interests, skills, 
and values, seek out career information and resources, establish goals and career 
plans, and utilise development opportunities. According to Decenzo, & Robbins (1988), 
the career stage identification entails career cycle (the stages through which a person‟s 
career evolves).  
 
These stages include the following: growth, exploration, establishment, maintenance, 
and decline stages. Occupational orientation identification is the theory by John Holland 
(1985). This theory enumerates six basic personal orientations that determine the sorts 
of careers to which people are drawn. They include realistic orientation, investigative 
orientation, social orientation, conventional orientation, enterprise orientation, and 
artistic orientation. Orientation in Human Resource Management is an 
introductory stage in the process of new employee assimilation, and a part of his or her 
continuous socialisation process in an organisation. Major objectives of orientation are 
to  gain employee commitment,  reduce his or her anxiety, help him or her understand 
the organisation's expectations, and  convey what he or she can expect from 
the job and the organisation. It is commonly followed by training tailored to specific 
job positions, (Decenzo, 1988).  
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2.11. PERFORMANCE APPRAISAL PROCESS 
Gomez-Mejia, Balkin, & Cardy, (1998), performance appraisal may be defined as any 
procedure that involves setting work standards, assessing employee‟s actual 
performance relative to these standards, and providing feedback to the employee with 
the aim of motivating the worker to eliminate performance deficiencies or to continue to 
perform above par. Processes in performance appraisal contain three steps: defining 
performance expectations, appraising performance, and providing feedback. First, 
defining performance expectation means making sure that job duties and standards are 
clear to all. Second, appraising performance means comparing employees‟ actual 
performance to the standards that has been set, which normally involves some type of 
rating form. Third, performance appraisal usually requires one or more feedback 
sessions to discuss employees‟ performance and progress and making plans for any 
required development. Some of the appraisal methods include graphic rating scale, 
alternation ranking, paired comparison, forced distribution, and critical incident methods. 
 
2.12. EMPLOYEE COMPENSATION AND BENEFITS PROCESS 
Employee compensation involves all forms of pay or rewards accrued to employees and 
arising from their employment. This however consists of two main components: direct 
financial payments, and indirect payments. While direct financial payments are in the 
form of wages, salaries, incentives, commissions, and bonuses, indirect payments are 
in the form of financial benefits like employer-paid insurance and vacations. Moreover, 
legal considerations in compensation, union influences, compensation policies, and 
equity and its impact on pay rates are the four basic considerations influencing the 
formulation of any pay plan. Benefits are indirect financial payments given to 
employees. These may include supplementary health and life insurance, vacation, 
pension, education plans, and discounts on say company products. Furthermore, 
income and medical benefits to victims of work-related accidents or illness and/or their 
dependents, regardless of fault are all part of employees‟ compensation. 
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 The processes in establishing pay rates involve the following five steps: First, 
conducting wages/salary survey to determine the prevailing wage rates for comparable 
jobs, which is central in job pricing. Second, determine the relative worth of each job 
(job evaluation) by comparing the job content in relation to one another in terms of their 
efforts, responsibility, and skills. This eventually results in wage or salary hierarchy. 
Third, group similar jobs into pay grades, a pay grade comprises of jobs of 
approximately equal value or importance as determined by job evaluation. Forth, price 
each pay grade using wage curves. A wage curve is graphical description of the 
relationship between the value of job and the average wage paid for the job. However, if 
jobs are not grouped into pay grades, individual pay rates have to be assigned to each 
job. Fifth, fine tune pay rates. 
 
2.13. ORGANISATIONAL AND INDIVIDUAL TRAINING NEEDS  
A training need is a shortage of skills or abilities, which could be reduced or eliminated 
by means of training and development. Training needs hinder employees in the 
fulfilment of their job responsibilities or prevent an organisation from achieving its 
objectives. They may be caused by lack of skills, knowledge or understanding, or arise 
from a change in the workplace. Armstrong (2001:552) emphasises that training needs 
analysis, is partly concerned with defining the gap between what is happening and what 
should happen. According to Van Dyk , Nel, Leodolff, & Haasbroek (2001:178) every 
public service institution, irrespective of its structure, aim and mission, has certain 
needs which must be satisfied to ensure that the public service officers are transparent 
in recruiting and appointing public servants.  By transparency and development of public 
service delivery, organising work around subordinates becomes fairly easy, i.e. the span 
of control of the managers increases, which helps public administrators in lowering 
costs of resource allocation. It also helps the managers to effectively and efficiently 
attain the organizational goals.  
 
 
 
 29 
 
2.14. METHOD OF TRAINING AND APPOINTING PUBLIC SERVANTS. 
The selection of method for training and appointment need to be based on identified 
needs, objectives and principles, such as for example, understanding of the HRM 
framework on the part of the public officials, available resources and awareness of 
recruitment and selection procedures. Decouza & Robbins (1996:70) explain that the 
most popular training and appointment method used by public administrators and can 
be classified as either on-the-job or off-the-job.  Some other methods are as follows. 
 
2.14.1 Mentoring 
Allen, Day, & Lentz, (2005), mentoring is a formal or informal relationship established 
between an experienced, knowledgeable employee and an inexperienced or new 
employee. The purpose of the mentoring relationship is to help the new employee 
quickly absorb the organisation‟s cultural and social norms. Mentoring also assists an 
employee, new to a specific job or area of responsibility, to quickly learn what they need 
to know to succeed in their job and role. Mentoring can involve a formal exchange of 
knowledge and information and can be evaluative in nature to assess the assimilation of 
the new employee in his or her new role. Mentoring is provided in addition to your 
new employee on boarding process and should have different content and goals. 
The best mentoring relationships involve the exchange of a particular body of 
knowledge that helps the new employee quickly come up to speed as a contributor 
within your organization. Mentoring helps the employee navigate the learning curve 
inherent in any new role and relationship. Many organizations assign a mentor as part 
of their formal employee on boarding process. Other mentoring relationships develop 
spontaneously and over time. All mentoring relationships are encouraged as research 
indicates that employees who experience mentoring are retained, learn more quickly, 
and assimilate into the company culture more effectively. 
A mentoring relationship frequently occurs between an employee and their immediate 
supervisor; in fact, this was the normal mentoring relationship in the past. These 
mentoring relationships are still encouraged, but it is recommended that employees and 
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organisations pursue additional mentoring relationships. A mentoring relationship with a 
supervisor never loses the evaluation aspects necessary for the employee to succeed 
within an organisation. This suggests a much closer association than master-apprentice 
and elements of a parent-child relationship can exist whereby the mentor acts as an 
advisor and protector to the trainee (Craythorne, 1997:327). 
2.14.2. Shadowing and job rotation  
Edward (2005:74) describes job rotation as the “process of switching a person from job 
to job” which increases employee‟s capability and value to an organization. The aim of 
this method is to give trainee managers a feel for the organization by giving them the 
experience of working in different departments. Trainees must be encouraged to feel it 
is not time wasting and people in the various departments in which they are temporarily 
working must feel a commitment and involvement in the training if it is to work. 
Unfortunately, trainees are not usually welcomed and are seen by supervisors and 
workers in the department as obstacles to the daily routines.  Craythorne (1997:328) is 
of the opinion that if well structured and planned with the cooperation of all departmental 
supervisors, this method can be a worthwhile as job experience.  
 
Job rotation is another version of training that became popular in the 1970s to help 
relieve boredom and thereby raise the productivity of shop floor workers. It is a 
management technique used to rotate incumbents from job to job or from department to 
department or from one plant to another in different offices. The rotation is done on co-
ordinate basis with a view to exposing the executives and trainees to new challenges 
and problems. It is also aimed at giving executives broad outlook and diversified skills. If 
appropriately implemented this can be an excellent job experience for workers and 
suitably fits with Human Resource Management concepts of team-work and 
empowerment whereby public servants are encouraged to greater responsibility for their 
work and that of the team.  
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2.14.3. Understudy Training  
According to Decouza & Robbins (1996:70), an understudy is a person who is training 
to assume a position at a future date, the duties and responsibilities of the position 
currently occupied by the person he or she is understudying. An individual or group is 
assigned to assist a superior officer in the performance of his duties related to the 
position and at times left to grapple with the day-to-day problems which confront the 
superior in the performance of duty. They are allowed to solve them with or without the 
help of the superior. When the understudy shows promise of talent, he can take over 
when the superior is transferred, retired or is promoted to a higher position.  
 
2.14.4. Group training 
Craythorne, (1997:328) states that the group training method includes group 
discussions, seminar and sensitivity training. Here trainees having different or similar 
backgrounds and experiences meet to share ideas on specific topic decided by the 
trainer. If organised properly, it offers trainees from different backgrounds an opportunity 
to share valuable information and learn from each other‟s experience. An example is the 
T-group which is an approach to human relations, the original emphasis is that it is a 
form of group therapy. According to him, the seminars have the benefit of encouraging 
participants while providing opportunities for the trainees to learn from each other while 
the T-group however, leaderless, unstructured groups designed to encourage learning 
from room experience and the group dynamics, and also provide a forum for the giving 
and receiving personal feedback. 
 
2.15. STRATEGIC PUBLIC HUMAN RESOURCE MANAGEMENT PRACTICE 
 Swanepoel, Erasmus, Van & Schenk (2003:172) writes that strategic human resource 
management practice means those long-term, senior management decisions and 
actions regarding employment relationships that are made and performed in a way that 
is fully integrated with the overall general strategic management of departments. They 
further state that it chiefly concerns synchronising and integrating the institution‟s 
strategic needs and plans with all those aspects stemming from and relating to the 
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management of employees. The Department of Public Service and Administration 
(DPSA) has frequently referred to the importance of strategic HRM and how the efficient 
application thereof can lead to effective public service delivery. Therefore, the concept 
of Strategic Public Human Resource Management (SPHRM) holds considerable 
promise for improving service delivery in the Central Equatoria State, South Sudan. 
 
2.15.1. An Integrated HR Strategy 
The implementation of Human Resources strategies involves strategic choices 
(decisions) amongst specific Human Resource practices. Decisions are strategic 
because they affect the institution‟s performance levels (in terms of service delivery) 
that can be favourable or unfavourable, in the long run. There are, of course, many 
different programmes that can be used separately or together to implement a specific 
choice that has been opted for. Consideration of a HR programme in the public sector, 
such as pay for performance, can lead to several alternatives or to the specific choices 
(decisions) of a particular direction in which the service should move. Pay for 
performance, for example, may incorporate strategic HR choices (decisions) or 
alternatives such as cash awards, lump-sum annual bonuses, raises based on 
performance appraisals and on employee-of-the-month award (Gomez-Mejia, Balkin & 
Cardy 1998:22). 
 
2.15.2. Strategy Options  
Gomez-Mejia, et al. (1998: 26-27) is of the opinion that the success of strategic Human 
Resources Management (HRM) is dependent on how well it fits in with all the other 
factors involved. Throughout the entire attempts one should always strive towards that 
one powerful prediction for HR strategies and that is, that particular fit that will lead to 
better performance (service delivery) by the service as a whole. Basically, the concept 
“fit” refers to compatibility between HR strategies and other key managerial and 
operational factors of the institution. There are obviously many of these factors facing 
the service, and correspondingly, many fit options to consider in determining which HR 
strategies will have a positive impact on the performance levels of the institution. 
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The purpose of this Strategic Framework is to provide guidance and a holistic approach 
to HR Planning in the Public Service. Its intent is to create an integrated strategic 
approach to HR Planning that will facilitate the development and implementation of 
strategies, tools, and interventions to achieve departmental strategic objectives and the 
Government Programme of Action. This Strategic Framework is premised on the 
promotion of an integrated strategic approach for the development and implementation 
of HR Planning initiatives and on building HR Planning capacity within the Public 
Service. Furthermore, it is based on Government‟s Programme of Action, National 
priority areas and integrated strategic HR Planning interventions to achieve 
departmental strategic objectives.   
 
2.16. FRAMEWORK: STRATEGIC PUBLIC HUMAN RESOURCES MANAGEMENT   
McGregor in Tompkins (1995:32), places the strategic management of human 
resources on the shoulders of administrators and public service officials at all levels of 
management. He is of the opinion that the application of strategic management 
principles requires all managers to “learn to think systematically about the many 
connections between strategy and people.” With a systematic view of SPHRM, formal 
HR plans are processed and can be considered as preceding actions. Public HR 
systems continuously undergo transformation as a result of conflicting value orientations 
in the broader society. These value orientations are then altered into political priorities in 
the form of legislation, executive orders or judicial decisions (Tompkins 1995:53). 
Managerial concern for applying these values may during particular periods, differ from 
time to time depending on the policies of the political party in power. Some values may 
be more influential than others (White Paper on Human Resource Management in the 
Public Service 1997). 
 
2.16.1. Establishing specific objectives  
The objectives for this Strategic Framework are to assist departments in understanding 
their roles and responsibilities with regard to the development and implementation of 
their HR Plans. It will further assist departments in terms of understanding the linkage 
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between departmental strategic objectives and human resource planning. Of critical 
importance is that this strategic framework is a service delivery model for departments 
to adapt during their HR Planning processes. 
 
As emphasised above, strategic PHRM must be based on the corporate plan of the 
institution. After the corporate plan has been consulted and the environment has been 
scanned, specific objectives can be established that will support the corporate plan 
(Fisher, Schoenfeldt & Shaw (1990:694). Formulating the institution‟s objectives with 
regard to its HR systems, thus, requires an explicit statement outlining the means by 
which management intends managing the relationship between the institution and its 
employees as important stakeholders. In the process of shaping this part of the 
institution‟s corporate plan, the crucial linkup and integration between HRM and general 
management of operational public affairs are thus to be facilitated (Byars & Rue 1997: 
118). 
 
2.17. LEGAL CONTEXT AND FRAMEWORK: REPUBLIC OF SOUTH SUDAN 
Public Service and Education recommends “innovations and changes in the offering of 
training and recruiting within the public sector environment (RSS, 1997).  Mello (2008: 
203) asserts that part of the plan to improve service delivery should include human 
resource development. In the same way, Pillay, Subban & Qwabe (2008:310) argue that 
“human resources must secure effective and efficient service delivery by appropriately 
training, recruiting and appointing public servants”.  In Central Equatoria State, the legal 
framework for the appointment and recruitment of public officials are based on some 
conditions which are needed to be fulfilled. In the State, whoever has to be appointed to 
a public post must, be a Sudanese by nationality. A non-Sudanese may be appointed 
with a contract if a qualified Sudanese is not found to occupy the post. His/her age 
should not be less than 16 years and not more than 60 years in accordance, with age 
certification issued from the medical commission. 
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He/she must be medically fit to occupy the post and have a certificate from medical 
commission. The certificate to be presented before resuming work must have minimum 
Educational qualifications and the necessary experience required for the job. The 
applicant has to produce the original certificate to confirm that. The applicant should 
further have attended national service or have an exemption certificate in accordance 
with the provisions of the National Service Act, 1992. He/she should furthermore, not 
have been sentenced to imprisonment on a crime against his honour and trust, except if  
a resolution has been issued from the Council of ministers and with recommendation 
from the minister and nominations from the concerned authority. A designated period of 
not less than three years must have elapsed from the date one completes the sentence 
or when it was cancelled. One‟s services should not have been terminated with 
dismissal during the probation period for non-success in service, except after the elapse 
of one (1) year from the date his service was terminated. No worker shall be appointed 
who has obtained Educational qualification or professional from any educational 
institute or foreign training institutions, except after a resolution has been issued from 
the concerned bodies about the evaluation of these certificates. 
 
At the organisational level, a successful Human Resources Development programme 
prepares the individual to undertake a higher level of work, "organised learning over a 
given period of time, to provide the possibility of performance change" (Nadler 1984). In 
these settings, Human Resources Development is the framework that focuses on the 
organisation's competencies at the first stage, training, and then developing the 
employee, through education, to satisfy the organisation's long-term needs and the 
individual's career goals and employee value to their present and future employers. 
Human Resources Development can be defined simply as developing the most 
important section of any business, its human resource, by attaining or upgrading 
employee skills and attitudes at all levels to maximise enterprise effectiveness. 
 
The people within an organisation are its human resource. Human Resources 
Development is not entirely focused on the individual's growth and development; 
"development occurs to enhance the organisation's value, not solely for individual 
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improvement. Individual education and development is a tool and a means to an end, 
not the end goal itself. The broader concept of national and more strategic attention to 
the development of human resources is beginning to emerge as newly independent 
countries face strong competition for their skilled professionals and the accompanying 
brain-drain they experience. 
 
2.18. CONCLUDING REMARKS  
This chapter has reviewed literature by different authorities, on public human resources 
management practices.  Henning (2004:27) indicates that a literature review is a 
research report in which a researcher synthesises the literature on his or her topic and 
engage critically with, the arguments, which should partly answer the central points of 
the study, it discusses the need and importance of human resources management 
practices on training and development, recruitment and selection, the methods of 
recruitment and training, the advantages of state as an employer and its advantages to 
the employees. 
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CHAPTER THREE 
 
RESEARCH DESIGN AND METHODOLOGY 
 
3.1. INTRODUCTORY COMMENTS  
Chapter three deals with research design and the methodology used in the study. 
According to De Vos, et al. (2005:132) a research design is an organised system to 
which data are collected to investigate the research question in the most economical 
way. Bless & Higson-Smith (1995:63) defines it as the planning of any scientific 
research from the beginning up to the end. They further define the research design as a 
programme guiding the research during the data collection, analysing, interpreting and 
observing of the „truth‟.  It specifies the area of analysis, the sampling procedures, the 
variables on which information is to be obtained, data collection, and the analysis of 
data (Creswell, 1994:145).  According to Kumar (2005:195) a research design will 
include information such as the study population, a sample to be selected and methods 
to get in touch with the sample, sample consent, data collection and preservation and 
how the whole In order to ensure the reliability and validity of data, the research design 
for the study will include both qualitative and quantitative research methodology. 
Research methodology is a way of how one intends to carry out the research. 
 
3.2 QUANTITATIVE RESEARCH METHODOLOGY 
According to Bless & Higson (2002:86) quantitative research methodology uses 
quantification of data to record aspects of society. It makes collected data to be reduced 
to some numerical representation of what is being measured. Neuman (2003:331) is of 
the view that it is an exploratory research approach. It seeks to describe the 
phenomena under study in numbers and presents results using statistics so as to make 
inferences about the practices of Human Resource Management in Ministry of Public 
Service-Central Equatoria State.  As pointed out by Babbie & Mouton (2001:44) the best 
way to weigh the properties of phenomena is through quantitative measurement, which 
is by assigning numbers to the perceived qualities of items. In this quantitative approach 
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the research will utilize the interviews surveys, in which the oral interviews will be used 
and analysed.  
3.3. QUALITATIVE RESEARCH METHOD 
The researcher used the qualitative approach in the study since there are some kinds of 
information or data that cannot be quantified, but expressed only in words to describe 
social phenomenon. Lewis, Taylor & Gibbs (2005) writes that qualitative data is 
information gathered in a non-numeric form. It is a way of gathering information on the 
knowledge, values, ideas, attitudes, beliefs and behaviours of the target population. 
Thus the collection of information was based on the selected Human Resources 
Management Practices in the Ministry of Public Service, Central Equatoria State.  
The aim   of the study was to assess the Human Resources Management Practices in 
Central Equatoria State, Ministry of Public Services in the Republic of South Sudan.  
Mouton & Marais (1990:175) writes that qualitative research is characterised by the fact 
that the researcher attempts to get to multiple meanings and interpretations, rather than 
impose one dominant interpretation.  
 
Qualitative research method according to Backer (2007:70) is the non-numerical 
examination and interpretation of data for the purposes of discovering underlying 
meanings, patterns or relationship. The assumption is that reality is socially constructed. 
Qualitative research assumes that there are intimate relationships between the 
researcher and the researched, leading to the point of departure where insider‟s 
perspectives on social action are considered. The main objective is to understand and 
give meaning to social actions.The researcher solicited the data through open 
interviews using self-administered questionnaires and semi-structured interviews.  
 
3.3. QUESTIONNAIRE 
Denzin, & Lincoln, (2005) refer to a questionnaire as a series of questions asked to 
individuals to obtain statistically useful information about a given topic. They will be 
characterized by opened-ended questions that will give participants the opportunity to 
respond in their own words. When properly constructed and responsibly administered, 
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questionnaires become a vital instrument by which statements can be made about 
specific groups or people or entire populations. They are a valuable method of collecting 
a wide range of information from a large number of individuals, often referred to as 
respondents.  
 
Adequate questionnaire construction is critical to the success of a survey and will be 
based on random sampling in the particular categories in the different but relevant 
departments. Inappropriate questions, incorrect ordering of questions, incorrect scaling, 
or bad questionnaire format can make the survey valueless, as it may not accurately 
reflect the views and opinions of the participants. Questionnaires can also be affected 
by low returns and this will affect data collection.   
 
The researcher chose questionnaires as the method of data collection because of the 
advantages they had over other data collection instruments in this research. According 
to Brynard & Hanekom (1997:38) questionnaires allow respondents time to think about 
answers to questions in the questionnaire. Questionnaires are also less expensive and 
require much less skill to administer, they can be used on large populations 
simultaneously and they give anonymity to respondents on issues that they fear might 
get them into trouble. The questionnaires were administered to the Department of 
human resource management in the Ministry of Public Service to assess human 
resource management practices in Central Equatoria State, Republic of South Sudan. 
 
3.4. INTERVIEW 
According to Kumar (2005:126) an interview is a method used for soliciting data by 
means of answering direct responses on the part of the respondent. In this study 
structured self-administered interviews was used by the researcher and administered to 
respondents from the Directorate of Human Resources in the Ministry of Public Service 
in Central Equatoria State. It will consist of open ended interviews. Open-ended 
interviews allow respondents to fully express their views freely and give detailed and 
precise information.  
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The choice of the interview had  the following advantage, the interview is less expensive 
and requires much less skill to administer, and can be used to reach a few number of 
people simultaneously. It focuses on a small group to solicit in-depth information about 
the phenomena being researched on and they give respondents greater confidence in 
sharing their information freely, especially on the views they fear might be disapproved 
or might get them into trouble.  Generally, interviews give respondents ample time to 
answer questions in the discussions which may be considered carefully hence reduces 
mistakes from respondents (Kumar, 2005:126). 
 
 Its disadvantages are: the respondents might have provided responses they thought 
would please the researcher and this might not reflect their correct perceptions and 
attitudes, thus distorting the facts. Some respondents chose not to answer all interview 
questions and no reasons were given for the omission. Thus, it could be possible that 
valuable information might have been lost as the answers were brief especially where 
interviews were open-ended interviews (Kumar, 2005:130). 
 
3.5. STUDY POPULATION 
Successful statistical practice is based on focused problem definition. In sampling, this 
includes defining the population from which our sample is drawn. According to Weller & 
Romney, (1988) a population can be defined as including all people or items with the 
characteristic one wish to understand. Because there is very rarely enough time or 
money to gather information from everyone or everything in a population, the goal 
becomes finding a representative sample (or subset) of that population. Bless & Higson-
Smith (1995:87) defines study population as a set of elements that the researcher 
focuses upon and to which results obtained by testing the sample should be 
generalised. This means that in a research study, data is collected from the study 
population and conclusions are based on the information provided by those chosen to 
be part of the research 
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3.5.1 Target population  
According to Mouton (1996:34) a population is a group of individuals, objects or items 
from which samples are taken for measurement (for example a population of 
employees). Population also refers to an entire group of persons or elements that have 
at least one thing in common, for instance, Ministry of Public officials (civil servants) in 
Central Equatoria State. According to Burn & Grove, (1997:236) defined target 
population as “the entire aggregation of the respondents that meet designated set of 
criteria” In this regard, the target population constituted of all the employees in the 
Human Resource Departments in the Ministry of Public Service as the target population 
provided adequate information based on the employment system with a sample of 25 
respondents. However, the research was based on a portion of the target population 
thus; a sample of individuals was selected for the study. 
 
Table, 3.1 
Respondents Sampled    
N= 25 
Respondent and Department Population Method  
Director General 1 Interview 
Department of Admin and 
Finance 
7 Questionnaires and interview 
Department of General list of 
Clerks 
4 Interview and questionnaires 
Department of establishments 8 Questionnaires 
Department of Pensions  2 Interview 
Department of Budgets 1 Questionnaires 
Department of Labour 2 Questionnaires 
Total          25  
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3.5.2. Sampling procedures  
The researcher employed two types of sampling that is to say, stratified sampling and 
simple/systematic sampling. In statistical surveys, when sub populations within the 
overall population vary, it is advantageous to sample each population (Stratum) 
independently. Stratification is the process of dividing members of population into 
homogeneous subgroups before sampling.  According to Polit & Hungler (1995:279) 
sampling involves a process of selecting a sub-section of a population that represents 
the entire population in order to obtain information regarding the phenomenon of the 
interest. A sample is a sub-section of the population which is selected to participate in 
the study. The sample of 25 respondents was taken of the entire population from the 
different departments of human resource in the Ministry of Public Service. 
 
According to Blumberg, Cooper & Schindler (2011:501) sampling is the process of 
selecting some elements from a population to represent the population as a whole.  
Salkind (2009:31) further explains that, sampling is done to curb constraints of limited 
time and research funds and it involves the portioning of a larger group of participants, 
so as to allow research with a smaller group selected by the researcher.  Burger 
(2006:656) furthermore, posits that sampling is the process of selecting observations 
and its main purpose is to make generalisations to people and events that have not 
been observed. Sampling is based on sampling theory and a sample which is an 
outcome of sampling is defined as a specific subset of a population observed in order to 
make inferences about the nature of the total population itself. 
 
3.6. ENSURING INSTRUMENT VALIDITY AND RELIABILITY  
According to de Vos et al, (2005:160) validity refers to broadly the degree to which an 
instrument is doing what it is intended to do. In other words it is a characteristic of 
measurement concerned with whether the researcher actually measures that which 
he/she wishes to measure. In this research the instrument intended to measure the 
extent and nature of human resource management practices in the Ministry of Public 
Service, Central Equatoria State.  
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To ensure the validity of the research instrument in this study the researcher handed the 
questionnaire to the supervisor. The main aim was for the supervisor to check 
questionnaire construction and correct the questionnaire in relation to construction of 
questions, their clarity, double barrelledness, repetition and accuracy of questions in 
relation to nature and extent of human resource management practices which was 
being measured. 
 
According to Patton (2012:1189) the researcher can ensure validity of an instrument 
when he/she is well equipped in relation to research methods and procedures. The 
researcher in this study made careful preparations by acquiring necessary knowledge of 
research methods that enabled the researcher to separate facts from trivia thus the 
construction of the questionnaire was based on knowledge acquired prior to practical 
research. 
 
The instruments used was made valid for the respondents to answer the self structured 
questions that was open ended questions enabled the target population to respond 
freely. In the interview, the researcher asked some series of questions in response to 
the selected Human Resource Management Practices in the Ministry of Public Service 
Central Equatoria State. 
 
3.7. PRE-TESTING THE QUESTIONNAIRE 
The data collection instrument, the questionnaire was pilot tested, with a small sample 
of respondents and restructured using feedback from the pilot test. According to Kumar 
(2005:126) a questionnaire is a written list of questions, the answers to which are 
recorded by respondents. In this study structured self-administered questionnaires were 
designed by the researcher and completed by the respondents from the Ministry of 
Public Service, Central Equatoria State-South Sudan. The questionnaire consisted of 
open-ended and close-ended questions. The use of open and close ended 
questionnaires was advantageous in that information was quantified and clarity in the 
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form of detailed explanations by respondents enabled the researcher to determine 
human resource management practices in the Ministry of Public Service, Central 
Equatoria State. Open-ended questions enabled respondents to fully and freely express 
their views.  
 
Close-ended questions  facilitated better understanding of the questions by respondents 
by giving out answers on what he or she thinks, control of the research by the 
researcher, precise testing of the variables in research, comparison of responses and 
quantification of data. Open-ended and close-ended questions gave accurate and 
adequate information about human resource management practices in Central 
Equatoria State. Thus, the researcher chose questionnaires as the method of data 
collection because of the advantages they had over other data collection instruments in 
this research. According to Brynard & Hanekom (1997:38) questionnaires allow 
respondents time to think about answers to questions in the questionnaire. 
Questionnaires were also less expensive and required much less skill to administer, 
they could also be used on widely spread populations simultaneously and they gave 
anonymity to respondents on issues that they feared might get them into trouble.   
 
3.8. ETHICAL CONSIDERATIONS 
The following ethical considerations was given due attention in this study; 
 
3.8.1 Confidentiality 
Participants in this study were guaranteed of confidentiality as on identified information 
shall be disclosed in any part of the study. Thus the respondents‟ rights to privacy will 
be protected by means of confidentiality. 
 
3.8.2 Informed consent 
According to Kumar (2005:212) in every discipline it is considered unethical to collect 
information without the knowledge of participants and their expressed willingness and 
informed consent. Hence in this study, respondents were fully informed about the study, 
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its aims and purposes. The respondents shall be informed that they are free not to 
participate and to withdraw from the study at any time, if they wished to do so. 
 
3.8.3. Voluntary participation 
According to DeVos, et al. (2005:59) no respondent should be coerced into participating 
in a research project, because participation in a research project is voluntary. In this 
study the respondents were not coerced into participating as there was voluntary 
participation, this allowed the researcher to collect data from the respondents who are 
willing to contribute to the topic under investigation, the assessment of the Selected 
Human Resource Management Procedures in the Ministry of Public Service in Central 
Equatoria State. 
 
3.8.4. Avoidance of harm 
According to De Vos, et al. (2005:56) subjects can be harmed in a physical or emotional 
manner. The responsibility for protecting the respondents against harm reaches further 
than mere efforts to repair or minimize such harm afterwards.  In this study harm was 
minimized by avoiding the violation of the rights to which every respondent is entitled. 
Hence, respondents will thoroughly be informed beforehand about the potential impact 
of the investigation as this will offer the respondents an opportunity to withdraw from the 
investigation if they so wished. 
 
3.9. DATA ANALYSIS TECHNIQUES 
Data analysis according to Blumber, et al. (2011:490) refers to the editing and reducing 
accumulated data to a manageable size, developing summaries, looking for patterns, 
and applying statistical techniques. The data collected from the respondents in this 
research was summarised in order to minimise the data making it easy for the 
researcher to read the patterns. Data was also analysed both quantitatively and 
qualitatively using different ways to interpret this data in relation to the research design 
used. According to De Vos et al, (2005:218) data analysis in the quantitative research 
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design does not in itself provide the answers to research questions. However the 
answers are found by way of interpretation of the data and the results.  
 
De Vos et al, (2005:218) further argue that it is difficult or impossible to interpret raw 
data, but one must first describe and analyse the data and then interpret the results of 
the analysis. They further define data analysis as the categorising, ordering, 
manipulating and summarising of data to obtain answers to research questions. Data 
was reduced to intelligible and interpretable form and the relations of research problems 
were studied tested and conclusions drawn. Statistics were used to describe some 
characteristics of a sample group, but also to test for similarity or differences between 
groups, (De Vos et al, 2005:218). Kumar (2005:245) argues that statistical measures 
such as percentages, means, standard deviations and coefficients of correlations can 
reduce the volume of data, making it easier to understand. 
 
Statistics also play a vital role in understanding the relationship between variables 
particularly when they are more than two. Kumar (2005:219) also argues that most 
statistical analyses require that the raw data be in the form of numerical codes or 
numbers for manual or computerised data analysis. Data can be analysed manually or 
with the help of a computer but the data must first be coded. Manual analysis is used 
when the number of respondents is small and there are not many variables to analyse. 
One disadvantage of manual analysis is that it is time consuming and therefore it makes 
it difficult to analyse large numbers of respondents where there are many variables to 
analyse.  
 
In this research both qualitative and quantitative data analysis methods were used so 
content analysis was used to analyse the data. In qualitative studies according to Kumar 
(2005:244) the most important consideration in developing the frame of analysis is the 
preference of a particular way of writing. Content analysis according to Blumber, et al. 
(2011:45) allows for thick description in the analysis of data and it is used to analyse 
qualitative data such as texts by counting the occurrence of certain key words the length 
of texts and sentences. In this study data collected was coded and categorised in order 
 47 
 
to see their patterns and interrelatedness. This allowed for a comprehensive analysis, 
interpretation and discussion of collected data. 
 
The analysis of data allowed the researcher to display the data in chapter four. Data 
display refers to a systematic visual representation of information enabling the user to 
draw conclusions about qualitative material collected through different methods. Data 
displays aim to provide a descriptive explanatory framework of the investigation and 
these are driven by explorative research questions or the development of concepts 
which are often in the form of codes. The main purpose of using data displays is to 
make the findings clear and easy to understand (Kumar, 2005:248), thus in this 
research, tabular presentations were used to present the data collected. The data was 
analysed using graphs showing the frequency of responses from the respondents on 
quantitative data collected. Themes were also used on qualitative data to show the 
major recurring issues raised by respondents.   
 
The researcher sampled twenty-five (25) respondents and presented it in table 3.1 from 
different departments of Ministry of Public Service Central Equatoria State where 
questionnaire was distributed to them for the purpose of obtaining first hand data. They 
were ranked into Director General, Department of Human Resources Management, 
Human Resource Personnel Development and Organisation Job design budgeting and 
nominal roll in order to get different opinions from the participants. 
 
3.10 SCOPE AND LIMITATIONS OF THE STUDY 
Despite the fact that this study of selected Human Resource Management Procedures 
in the Ministry of Public Service Central Equatoria State-South Sudan from where the 
data will be collected, the results will be transferable to other States of South Sudan, but 
will not only be limited to human resource management but all other service deliverable 
by other States. 
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3.10.1 Limitations  
Given that the participants of the study will be chosen from a truly representative 
sample of the public servants from the Ministry of Public Service Central Equatoria 
State and that the findings will be transferable to other States. There is some degree of 
the probability that the responses of the respondents in certain areas were biased to a 
certain extent, and therefore not objective, time limitation and budget constraints to the 
researcher. 
 
3.11 CONCLUDING REMARKS  
This chapter provided an account of the research methodology used in this study. Both 
qualitative and quantitative methods were used (triangulation). The chapter further 
described the sampling procedures used which were used. In this study open ended 
and closed ended questionnaire formats were used as data collection tools. The 
statistical techniques, ethical issues observed were highlighted and justified and scope 
and limitations of the study. Data analysis techniques were also discussed. Chapter four 
(4) focused on the presentation, analysis, discussion and interpretation of the research 
data which was collected using the methodology described in this chapter. 
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CHAPTER FOUR 
 
ANALYSIS, INTERPRETATION AND DISCUSSION OF THE RESULTS 
 
4.1. INTRODUCTORY COMMENTS 
Chapter four deals with data analysis, interpretation and discussion of the results of the 
findings. Data analysis is the process of getting order, structure and meaning to the 
mass of collected data, to make sense of what respondents would have said. In this 
chapter, both qualitative and quantitative data analysis methods were used. Bless  & 
Higson-Smith (2002:137) are of the view that data analysis process allows the 
researcher to generalize the findings from the sample used in the research to the larger 
population in which the researcher is interested in.  In this chapter data collected from 
the respondents sampled in the Ministry of Public Service, Juba, Central Equatoria 
State is presented, analysed and discussed.  The data was analysed and interpreted 
systematically and presented in tables and charts. Qualitative data was analysed using 
the coding procedure. Through pattern seeking common patterns were grouped into 
different themes.  
 
4.2. SAMPLE DESCRIPTION SUMMARY 
After the researcher had conducted interviews and administered questionnaires to the 
respondents, some of the information was quantitative and qualitative in nature. 
Quantitative data was measurable and focused on numerical values, unlike qualitative 
data which was more descriptive. As alluded to in chapter three interviews were 
conducted and structured questionnaires were self administered to respondents in the 
Ministry of Public Service in Central Equatoria State, South Sudan. The respondents 
that were interviewed and given questionnaires from the Ministry of Public Service in the 
Central Equatoria State from the Departments of Human resources consisted of 
Department of Administration and Finance, Department of Establishment, Department 
of General List of Clerks, Department of Pensions, Department of Labour and 
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Department of Budgets, and the stake holders representing the employees. The 
directorate of human resource consisted of a small number of staff; as a result a small 
sample size was used in this study.  Not all respondents attended the interviews and 
answered the questionnaires as shown in table 4.1. 
  
Table, 4.1 
Respondents Sampled. 
 
Respondent and Department Sample Instruments 
used 
Percentage 
Director General 1 Interview 4 
Department of Admin and Finance 7 Questionnaire  
Interview 
28 
Department of General list of Clerks 4 Questionnaire  
Interview 
16 
Department of establishments 8 Questionnaire  32 
Department of Pensions 2 Interview 8 
Department of Budgets 1 Questionnaire 4 
Department of Labour 2 Questionnaire 8 
Total 25  100 
 
Table 4.1 shows that the  interviews and questionnaires that were administered to the 
different Departments of Human Resource Management in the Ministry of Public 
Service, Central Equatoria State-South Sudan ,the Director General was only 
interviewed which presented 4 percent (4%), in the Department of Administration and 
Finance, there were 7 members who responded for the interview and answered 
questionnaires with twenty eight percent (28%), in the Department of General List of 
Clerks, there were 4 members who attended the interview and answered questionnaires 
with sixteen percent (16%), in the Department of Establishments, there were 8 
respondents who answered the questionnaires comprising of thirty two percent (32%) of 
the respondents, in Department of Pensions, there were two members who attended 
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interviews with eight percent (8%), in the Department of Budgets, only one member 
answered questionnaires with four percent (4%). and in the Department of Labour, there 
were 2 members who  answered questionnaires with eight percent. The table also 
indicates that out of twenty-five (25) respondents who participated in the research 
findings and total response rate was one hundred percent (100%). This has been 
represented in a graphical chart in figure 4.1 
 
Figure, 4.1 
Bar graph showing number of respondents sampled and its percentage  
        
 
 
       
        
        
        
        
        
        
        
        
        
        
        
        
        
        
        Series 1: Number of respondents sampled 
Series 2: Percentage of respondents sampled 
 
DG: Director General 
DAF: Department of Administration and Finance 
DGLC: Department of General List of Clerks 
DOE: Department of Establishments 
DOP: Department of Pensions 
DOB: Department of Budgets 
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DOL: Department of Labour 
4.3. DATA PRESENTATION 
This is representation of data from the research findings either in tables, bar graphs or 
charts. The researcher uses table, bar graph ad chart to represent the findings from the 
field. 
 4.3.1 Sex Distribution of the respondents 
Table, 4.2 shows the distribution of respondents by sex. It can be deduced that thirteen 
(13) men and twelve (12) women responded to the interviews, interview and 
questionnaires and questionnaires only. The number of male who attended interview 
only was 3, and those who attended interview and answered questionnaires were only 4 
and those answered questionnaires only were 6. The number of female who attended 
interview only was 5, and those who attended interview and answered questionnaires 
were 4 and those who answered only questionnaires were 3.  This was expressed as 
percentages; gender distribution consisted of fifty-two (52%) percent males and forty-
eight (45%) percent females. This is represented graphically as shown in figure 4.3.1. 
 
 
Table: 4.2.  Distribution of Total Respondents by Sex 
 
Sex Instruments used and number of respondents   
 Interview 
only 
Interview  and 
Questionnaire 
Questionnaire 
only 
Frequency Percentage 
Male 3 4 6 13 52 
Female 5 4 3 12 48 
Total 8 8 9 25 100 
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Figure: 4.3. Pie Chart showing distribution of total respondents by sex 
 
 
 
    
 
 
 
 
 
 
 
 
 
 
 
 
 
4.3.2. Education Status of the Respondents 
The education status of respondents reflects the consequences of the long war periods 
between the Sudan People‟s Liberation Movement/Army (SPLM/A), South Sudanese 
and Khartoum, Sudan, that made most of the people to flee and seek refuge, their 
safety in exile and those who remained in Sudan did not have access to study as it 
already alluded to first chapter. The result was that many South Sudanese remained 
without requisite qualifications for employment in the public service.  Thus up to today 
many are still upgrading their education status, because of the positions they hold and 
the policy being put forwards by the government of Southern Sudan. Although some of 
them are still upgrading their educational qualifications, respondents in this study, held 
qualifications ranging from Certificates to Doctorates (PhD), while other had junior 
degrees. Those who possessed certificates were 7, five (6) had diplomas, eight (8) had 
junior degrees, and four (4) had doctorates. This is shown in Table, 4.3.  
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Table, 4.3. 
Highest educational qualifications of the respondents 
 
Qualifications Number Percentage (%) 
Certificates 7 28 
Diplomas 6 24 
Junior degrees 8 32 
Doctorates  4 16 
Total 25 100 
 
The table above indicates that the number of respondents who possessed certificates 
was twenty eight percent (28%), those with diplomas comprised of twenty-four percent 
(24%), and respondents with junior degrees made up thirty two (32%). Only sixteen 
percent (16%) of the respondents had a doctorate as their highest qualification.  Figure 
4.3 thus, shows that the majority of respondents in this study in the Ministry of Public 
Service in the Central Equatoria State-South Sudan had junior degrees.  
 
Figure: 4.3. The Pie Chart showing percentage of the Education status of the 
Respondents 
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4.4. ANALYSIS AND DISCUSSION 
This section presents data on the nature of Human Resource Management Practices in 
the Ministry of Public Service, Central Equatoria State. The data was solicited from 
respondents in Central Equatoria State and some observations pertaining to Human 
Resource Management Practices in the Ministry of Public Service raised by the 
respondents can be isolated from the data.  
 
4.5. KEY HUMAN RESOURCE MANAGEMENT PRACTICES IN CENTRAL 
EQUATORIA STATE 
According to the respondents, the Departments of Human Resource Management in the 
Ministry of Public Service had a human resource framework for the authority to comply 
with the selecting, training, development, recruitment and appointment systems. The 
data  from the respondents in Central Equatoria State points out that the human 
resource management system was based on the basis that the directorates of the 
Ministry of Public Service have the discretion to  raise their own views on what the 
policy should focus on and how it should be implemented. 
 
The respondents claimed that the policy used was a strategic framework designed to 
serve as a guide and was executed and administered by the Ministry of Public Service 
in Central Equatoria State. With regard to the Key Performance Areas (KPA) in Central 
Equatoria State, Human Resource appointment and development purposes were 
reported as; to ensure that the Employment Act is to be followed or adhered to during 
employment needs analysis, to conduct career development, to co-ordinate the civil 
service development programmes and to ensure compliance with implementation of 
appointment and recruitment strategies in the State. When each department decided on 
the grade and rank of the staff required, and the timing concerned, the department 
should consider what the most appropriate terms of appointment would be. This should 
take into account the nature of the duties to be performed and the overall manpower 
deployment of the department. Selection of candidates for the advertised is usually 
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done by the department of Human Resource in regards with the requirements to be 
fulfilled by the person applying for the post. 
 
Data gathered from the respondents showed that Central Equatoria State does have an 
on the job recruitment system, which is implemented in terms of the Public Service Act, 
(2005) on experienced employees. The Ministry of Public Service offers appointment 
opportunities to those who have requisite qualifications and those who are competent, 
so as to provide efficient service delivery in the State. Applicants are evaluated through 
interviews, both oral and written and sometimes recruitments are carried out to enlist 
those who are capable of handling certain posts as a result of their perceived 
competence and effectiveness. In matters to do with recruitment, when positions are 
being advertised  the applicants can wait for almost three months before being called for 
interviews. Positions to be filled by the qualified individuals will in some cases be filled 
by unqualified individuals thus, making the work for human resource Management 
Practitioners very difficult to in terms of assessing the competency of the staff being 
employed. 
 
However, as reported by the respondents this  depends on the type of appointment that 
needs to be conducted and also on the evaluation of what service needs to be offered 
to their employees after the successful results of the interviews. Hence their mission is 
to provide the best human resource development services possible (highly competent 
people) to assist the Central Equatoria State employees in the improvement of service 
delivery and to help with the development and upliftment of the human resources 
recruitments system in the State. Grobler, Warnich, Carrel, Elbert & Hatfield (2006:300) 
divide training into general and specific training. General training refers to training in 
which employees gain skills that can be used at most workplaces, for example basic 
skills would qualify as general skills, for example using a photo copier machine. Specific 
training refers to training in which employees gain information and skills that are tailored 
specifically to their own work, for example training of administrators and the employees.  
Craythorne (1997:327) argues that training and development can be used to improve 
existing skills or to introduce new ones. An organisation needs to develop leadership 
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qualities among its potential employees. The public service in Central Equatoria State 
has similarly ultimately realised that it needs to be responsive to the needs of the 
citizens of the country, but it cannot respond to changing needs if employees are not 
able to cope with transformation, are not skilled or capable of handling new 
developments (Van Dijk & Thornhill 2003: 461). 
  
Buckley & Caple (2004:6) concurs with the foregoing, when they contend that, training 
and development refers to the imparting of specific skills, abilities and knowledge to an 
employee. They are of the opinion that training and development is formally defined as 
any attempt to improve current or future employee performance by increasing an 
employee‟s ability to perform through learning, usually by changing the employee‟s 
attitude or increasing his or her skills and knowledge. A distinction among training, 
education and development enables us to acquire a better perspective about the 
meaning of the term training, which refers to the process of imparting specific skills. 
Education, on the other hand is confined, theoretically to learning. To distinguish these 
terms; training is offered in case of operatives, whereas development programmes are 
conducted for employees at higher levels. However, education is common to all the 
employees. 
 
 What this implies is therefore that, any training and development programmes in 
Central Equatoria State‟s Ministry of Public Service need to encompass   inputs which 
enable participants to gain skills, learn theoretical concepts and help acquire the State‟s 
vision into the future. These traits include skills, education, development, ethics, 
attitudinal changes, decision making and problem solving skills. One contribution a 
manager is uniquely expected to make is to give others vision and ability to perform. 
This is consistent with Buckley & Caple (2004:7) who state that the general movement 
towards downsising, flexible structures of organisations and the nature of management 
moving towards the devolution of power to the workforce, gives increasing emphasis to 
an environment of coaching and support.  
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Contrary to the above insight, the data emanating from respondents in the Ministry of 
Public Services, Central Equatoria State, on Human Resource Management Practices 
tends to suggest that very few staff receive training and development and such priorities 
are often given to the top management in the Ministry. The reasons for this are many, 
but of them emanates from limited budgets from the Ministry of Public Service, in terms 
of hiring experts to train the staff. A lot of funds are usually spent on such experts and 
this makes the Ministry of Public Service to select few staff for training. There is also 
little training on job specifications, and some staff are not given clear job descriptions 
and induction training to equip them with skills and knowledge of job mandates awaiting 
them. 
 
4.6. CHALLENGES OF HUMAN RESOURCE MANAGEMENT PRACTICES IN THE 
MINISTRY OF PUBLIC SERVICE, CENTRAL EQUATORIA STATE 
The fundamental changes associated with key trends of public management reform 
such as privatisation, devolution, purchaser-provider split, performance management 
and commercialisation requires significant changes in the behaviours and competencies 
of civil servants. Duties are becoming multifaceted and very complex; they encompass 
policy advice, management of human, financial and other resources, the provision of 
critical services and others (United Nation, 2005). Such an environment makes 
extraordinary demands on all civil servants. Meeting all these challenges requires a 
unique combination of knowledge, skills, attitudes and effective human resource 
development systems, policies and strategies to nurture such competencies. Moreover, 
there is strong competition for talent in the market and the public sector must compete 
with the private sector for human resources (Tulgan, 2001). In short, governments need 
to build a culture of organisational learning that will foster continuous reinvention of the 
public service. 
 
As public servants strive to improve human resource management and development 
initiatives in Central Equatoria State, South Sudan, various challenges stand as 
obstacles. In general, the challenges faced by the Human Resource management 
 59 
 
Practitioners and the Public Service staff in Central Equatoria State-South Sudan, lies in 
the ineffectiveness of the management of the Human resources and their development. 
As it has been pointed out by the respondents in this study, the challenges varied from 
concerns about the lack of intellectual HR professionals, to coping with the demands of  
workers in fostering effective recruitment, appointment, training and development of 
human resources practices in the Ministry of Public Service,  due to lack of capacity  
and Human Resources Development.  The implications are that this leads to ineffective 
implementation of Human resources Management development activities and increases 
ambiguity and failure in effectively managing the Human Resource Management 
programme as a whole in the Ministry of the Public Services in Central Equatoria State, 
South Sudan. 
 
Data gathered from the respondents also indicated that even though the Central 
Equatoria State, Ministry of Public Service does offer Human Resource Management 
development activities to its employees, many challenges were prevalent. The 
Directorate of human resource management officials claimed that, in the development 
of their human resources, financial problems led to poor payment of salaries and yet the 
employees have good quality skills in rendering services to the citizens. This, according 
to the respondents creates a challenge in the sense that delayed payment of salaries 
will lead to ineffective services being offered by employees. This generally affects the 
effectiveness and efficiency of services rendered by their employees and at the same 
time affects the day to day running of public affairs in the State. 
 
More so, soliciting or considering any recommendation on a person who requests or is 
being considered for personal action and the materials for evaluation of the person‟s 
work performance, such as ability, aptitude, general qualifications and loyalty leads to 
ineffectiveness in appointing and promoting civil servants and this is sometimes being 
acted upon by the politicians who go beyond the employment boundaries. In matters 
related to recruitment, promotion, transfer, suspension, retirement, promotion, system of 
remuneration, security of appointment and jurisdictional status, public service 
administrators in the Ministry of Public Service in Central Equatorial State, South Sudan 
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often do not follow what they are supposed to do in relation to the above matters and 
there is a dire lack of checks and balances mechanism for recruitment and promotion of 
civil servants. The respondents further indicated that there were rampant instances of 
nepotism in recruitment and promotion. It was therefore, very difficult at the moment to 
efficiently ensure  effective institutional operations in the  Central Equatoria State  
government‟s Ministry of Public Service, since  regulations are not followed and  more 
often than not are only limited to the Act of 1994. This is brought about by lack of 
knowledge and skills in handling public servants, limited experience in terms of 
alternative administrative structures and absence of effective regulations on staffing and 
administrative structures. There is also a lack of clear guidelines, in appointing, 
employing and promoting public officials and sometimes public service administrators 
put their relatives in their departments where they cannot perform.  
 
In the Ministry of Public Service Central Equatoria State, Change Management 
represent a particular challenge for personnel management staff, as this expertise has 
generally not been a consistent area of focus for training and development of HR 
professionals. An intensified focus on training may be needed to develop added 
competencies to deal with change management. Leadership development also proves 
to be a big challenge in the Ministry of Public Service, Central Equatoria Sate.  HR 
professionals continue to wrestle with understanding the best ways to keep people in 
the pipeline and develop leaders for future succession planning. HR professionals are 
expected to provide the essential frameworks, processes, tools and points of view 
needed for the selection and development of future leaders in the public sector. Across 
the globe leadership development has been identified as a critical strategic initiative in 
ensuring that the right employees are retained, that the culture of the organisation 
supports performance from within to gain market position, and that managers are 
equipped to take on leadership roles of the future, so that the organisation is viable in 
the long term. 
 
Measuring HR effectiveness is an interesting new top three focus for HR as it highlights 
the profession's need to measure results not only in terms of transaction management 
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but also in terms of driving the departmental goals and objectives. HR professionals 
lack the mechanisms in utilising metrics to determine effectiveness is the beginning of a 
shift from perceiving HR's role as purely an administrative function to viewing the HR 
team as a true strategic partner within the departments. 
 
Another challenge is time allocation. Of the total hours worked by HR Departments, 
what percent of the total time would be allocated to each of these roles, remains a big 
challenge.  Almost one-quarter hours worked in HR were not devoted to  strategic staff 
as a partners with senior and line managers in strategy execution, helping to move 
planning to strategic options.  Bureaucracy can also be a problem, presenting "the need 
to consider doing things differently in order to eliminate bottlenecks and red tape." 
Looking forward, empowerment of local managers is seen as a priority issue. 
 
Some of the respondents indicated that office, transport facilities are not provided to the 
staff, payment of salaries is not equal to those civil servants of the Government of South 
Sudan, and sometimes the Human Resource Managers are ignored when it comes to 
time of recruitment. Civil servants are handpicked by political leaders when it comes to 
the issue of promotion. There are also limited budgets to effect fairly human resource 
departments work practices, this leads to lack of motivation in workers, who end up not 
doing their work effectively and efficiently and sometimes work under unclear job 
descriptions. 
 
4.7. EMPLOYEE’S PERCEPTIONS ON THE EFFECTIVENESS OF HUMAN 
RESOURCE MANAGEMENT PRACTICES IN CENTRAL EQUATORIA STATE 
Data gathered from the respondents indicated that Human Resource Management 
Practices offered by different Departments in the ministry is fairly effective. For example, 
according to the respondents, the appointment system is to accommodate staff as far 
as possible and in doing so; it ensures that Public Civil Servants are involved in setting 
the objectives that are to be achieved. Hence, the respondents claimed that the 
objectives of the Human Resource Management Practices are clearly stated at the 
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outset and they are able to gain skills and knowledge after when they meet set 
objectives and goals of the particular departments.  
 
The management officials also indicated that the employees go for workshops and 
seminars and attend short courses as guided by outside trainers. The respondents felt 
that they were able to use the knowledge and skills gained through courses or training 
on their jobs. The respondents were also of the perception that the courses and 
seminars they attend focused on what is specifically needed to acquire information that 
is new to them. This provides staff motivation and also by being involved in setting the 
objectives of each appointment system, staff feel  that they are not only motivated but 
are also being part of the appointment process and can focus the appointment  in terms 
of  their specific needs, as required of the tasks they perform. 
 
The respondents recommended that the appointment/recruitment, training and 
development that they get from the State indicate that most of the times the objectives 
that are set out are achieved, even though some of them are not achieved. Thus 
according to the respondents, if objectives are achieved, then the  latter in the State 
might have had an impact on them and this can be evidenced by good performance and 
improvement in services rendered to the citizens.  
 
4.8. WAYS ON HOW THE MINISTRY OF THE PUBLIC SERVICE CAN IMPROVE ON 
HUMAN RESOURCES MANAGEMENT PRACTICES IN CENTRAL EQUATORIA 
STATE 
Manpower planning enables a department to project its short to long term needs on the 
basis of its departmental plans so that it can adjust its manpower requirements to meet 
changing priorities. The more changing  environment the department finds itself  in, the 
more the department needs manpower planning to show the number of recruits required 
in a specified timeframe and the availability of talent, early indications of potential 
recruitment or retention difficulties, availability of suitable qualified and experienced 
successors. Key components, of succession planning assesses the likely turnover in 
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key posts, and identifies suitable candidates to fill these posts in future,  ensuring  that 
they have the right training and exposure for their future work. Given the effort and 
support required for undertaking succession planning, it is normally confined to the 
directorate and those ranks immediately below, plus any grades with high turnover or 
anticipated expansion and these are discussed below. (Source: google.com) 
 
4.8.1 Recruitment 
Before a department takes steps to employ staff, it should work out the type of staff it 
needs in terms of grade and rank, and the time scale in which the staff are required. 
The general principles underpinning recruitment within the civil service are that 
recruitment should use procedures which are clearly understood by candidates and 
which are open to   public scrutiny; be fair, give candidates who meet the stipulated 
minimum requirements equal opportunity for selection, and select candidates on the 
basis of merit and ability. 
 
4.8.2. Terms of Appointment 
Having decided on the grade and rank of the staff required, and the timing concerned, 
the department should consider what the most appropriate terms of appointment would 
be. This should take into account the nature of the duties to be performed and the 
overall manpower deployment of the department 
 
4.8.3. Advertising 
Vacancies in the civil service are normally advertised in newspapers and through 
circulars. Screening and selection by departments has to be conducted to  see if the 
applicants meet the specified qualifications and other requirements of the post. Suitable 
candidates are then shortlisted for subsequent examination and/or interviews. Not all 
grades/departments would require candidates to undergo examination, but candidates 
would normally be required to be interviewed by a recruitment board or an officer from 
the recruitment team. 
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4.8.4. Probation 
During probation, staff is introduced to the mission, objectives and values of the civil 
service and their departments. Probation is a serious process which provides regular 
feedback on performance and assesses suitability for employment in the civil service. It 
includes: on-the-job training: staff should be exposed to the different duties required for 
their rank. In this way they can learn the skills expected of them and managers can 
verify their long-term suitability 
 
4.8.5. Supervision and guidance 
Staff should receive close and sympathetic supervision and guidance to enable 
problems and difficulties to be identified early and timeously so that counselling or other 
action maybe promptly taken. New staff must be told the length of their probationary 
period, which varies with the requirements of each grade. If there are indications that 
staff is not suitable for confirmation, they must be counselled and then warned in writing 
if the problem persists. Confirmation is the step whereby a member of staff on probation 
is found suitable for the job and employed on permanent and pensionable terms. 
4.8.6. Performance management 
It is a very important Human Resource Management function. Its objective is to improve 
overall productivity and effectiveness by maximising individual performance and 
potential. Performance management is concerned with improving individual and 
collective performance, communicating management's expectations to supervisors and 
staff, improving communication between senior management, supervisors and staff, 
assisting staff to enhance their career prospects through recognising and rewarding 
effective performance; identifying and resolving cases of underperformance; and 
providing important links to other Human Resource Management functions (HRMF), 
such as training. Swanepoel, Erasmus, Van Wyk & Schenk (1998:404) describe 
performance as an approach to manage people. Such approach entails planning 
employee performance, facilitating achievement of work related goals and reviewing 
performance as a way of motivating employees to achieve their full potential in line with 
organization‟s objectives. Performance management should be aiming to clarify the 
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organisation‟s needs for the business performance and setting up a process which 
ensures that it is delivered. 
4.8.7. Motivation 
Motivation is in many ways the key to the success of Human Resource Management 
and development. Managers should aim to increase performance through self-
motivation, rather than having to use external motivation (i.e. the imposition of rules and 
continual improvements to conditions of service) to bring about higher standards of 
performance. The civil service has many formal programmes to enhance motivation, 
and these are discussed in the "staff relations". However, even more important is the 
motivational impact that supervisors have on their staff. 
 
 According to Latham & Ernest, (2006), the basic principle underpinning motivation is 
that if staff are managed effectively, they will seek to give off their best voluntarily, 
without the need for control through rules and sanctions - they will eventually be self-
managing. Some of the most effective ways for managers to motivate staff include 
giving praise; recognition; and positive feedback; passing on feedback from more senior 
managers; and letting other staff know which staff have been responsible for praise 
worthy work and/or effort. Too often staff experience 'management by mistake', where 
most of the feedback received is corrective or punitive for mistakes they are perceived 
to have made. If staff feels that their decisions are generally supported, and when 
genuine mistakes are made they will be guided in the right direction, they will be more 
positive, confident and prepared to take on responsibility and decision-making. When 
staffs are shown clear expectations, valued, trusted, encouraged and motivated, then 
they will be more likely to give of their best. The Ministry of Public Service in Central 
Equatoria State should ensure that staff are motivated in order to render services 
effectively with their abilities from the morale generation as a result of motivation. 
 
4.8.8. Performance Appraisal 
Flippo (1984), described performance appraisal as the systematic, periodic and an 
impartial rating of an employee‟s excellence in matters pertaining his/her present job 
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and his/her potential for a better job. The overall objective of performance appraisal is to 
improve efficiency of an organisation/enterprise by attempting to mobilise the best 
possible efforts from individuals employed in it. Such appraisals achieve four (4) 
objectives including the salary reviews, the development and training of individuals, 
planning job rotation and assistance promotions. 
 
Performance appraisal assesses an individual's performance against previously agreed 
work objectives. It serves two functions. First, it enables management to evaluate an 
individual's performance in the current job to identify strengths and overcome 
weaknesses. Second, it provides information to assist management plan postings, 
transfers and promotions. In so doing, management is able to compare performance 
and potential between officers of the same rank 
 
At the beginning of the reporting cycle, the appraisee should agree with the appraising 
officer on the main objectives or responsibilities over the reporting period. The list of 
objectives or responsibilities should be reviewed between the appraisee and the 
appraising officer during the reporting cycle to see if changes are necessary. At the end 
of the reporting cycle, the appraising officer will write his assessment. He/she will have 
to pass the assessment of the countersigning officer for the latter's views. 
 
To provide feedback to the appraisee, the appraising officer and the countersigning 
officer decide between them who should interview the appraisee to discuss with him/her 
the performance during the reporting period. The interviewing officer should show the 
entire report to the appraisee before the interview. A summary of the discussion at the 
interview and the points made by the appraisee should be recorded in the appraisal 
form. After the interview, the appraisal form is passed to the grade manager for his 
assessment. 
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4.8.9. Promotion 
Promotion denotes that an individual has the competencies, that is to say the skills, 
abilities, knowledge and attitudes required to perform effectively at the next higher rank. 
The competencies reflect the knowledge and skills exhibited in observable behaviour in 
the relevant areas of work. Promotion provides motivation to perform well and is an 
important part of performance management. Ability, potential and experience are taken 
into account in the assessment. The process of assessment should be fair and 
transparent. It is kept separate from the day to day management of performance and 
from the annual performance appraisal. The former should be a continuous process, 
while the latter can be used to assist in determining suitability for promotion. 
 
4.8.10. Addressing Poor Performance 
Poor performers need to be appropriately handled to ensure they will not persist in their 
adverse performance, and will give off their best to the civil service. Management must 
take action to tackle such performers; otherwise there may be an adverse effect on the 
morale of staff that are performing satisfactorily. When staff are not performing at the 
level appropriate for their rank and experience, they should be told so, and be helped to 
overcome the poor performance through close supervision and counselling. When it is 
clear that these are to no avail, retirement in the public interest would need to be 
resorted to. The whole procedure needs to be handled in a sensitive, objective and fair 
manner. Van Dijk & Thornhill,  (2003) argued that supervisors in the department of 
human resource management should intervene as soon as possible as they identify a 
performance and not wait for the situation to worsen. If supervisors address 
performance issue at early stage, the organization/business may benefit from improved 
performance. And, if a poor performer‟s performance cannot be improved, the 
supervisor should begin to offer assistance and this will enable supervisors to establish 
whether the employee is able and willing to improve or whether it will be necessary to 
initiate a demotion or removal action from the position the employee holds. 
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4.8.11. Training and Development 
The objective of training and development is to enable civil servants to acquire the 
knowledge, skills, abilities and attitudes necessary to enable them to improve their 
performance. Staff training and development should focus on the department's 
objectives and goals and staff's competencies in achieving them. Training and 
development enhances commitment to training and developing people;  regular analysis 
of operational requirements and staff competencies, linking training and development to 
departmental goals and objectives, skilled training personnel, regular evaluation, a 
continuous learning culture, joint responsibility between managers and staff for 
identifying and meeting training needs.  If these are offered to the staff in the Ministry of 
Public Service in the departments of human resource management in Central Equatoria 
State, staff that does not perform well will be able to adapt new skills and knowledge 
they acquired from training. Craythorne (1997:327) argues that training and 
development can be used to improve existing skills or to introduce new ones. An 
organisation needs to develop leadership qualities among its potential employees. The 
public service has ultimately realised that it needs to be responsive to the needs of the 
citizens of the country, but it cannot respond to changing needs if employees are not 
able to cope with transformation, are not skilled or capable of handling new 
developments (Van Dijk & Thornhill 2003: 461). 
4.8.12. Development 
The purpose of career development is to identify and develop the potential within staff, 
to build existing skill levels, and to prepare staff to take on greater responsibility during 
their careers. Career development has to balance the needs and aspirations of the 
individual with the needs of the service - where this conflict, the needs of the service 
should prevail. Mathis (1997:314) contends that development can be thought of bringing 
about capacities that go beyond those required by the current job. It represents efforts 
to improve an employee‟s ability to handle a variety of assignments. 
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4.8.13. Job posting 
Postings for staff should take account of the previous experience of the individual and 
his future needs and potential. Staff can either be developed to have a broad 
experience across a number of areas or they can focus on a particular area and 
develop in-depth experience. According to Edward (2005:74) job posting is “the process 
of switching a person from job to job” which increases an employee‟s capability and 
value to an organisation. In determining the most appropriate way to develop staff is a 
balance between the needs of the organisation and the aspirations of the individual. 
Future posting aspirations should be discussed with staff on the understanding that in 
the final analysis the needs of the civil service are paramount. If job posting is well 
established in the Ministry of Public Service in Central Equatoria State, South Sudan to 
different departments of human resource management, the employees will able to 
acquire vast skills and knowledge from the different positions they hold in regard to job 
rotation and this will improve good service delivery.  
 
4.9. HUMAN RESOURCE MANAGEMENT PRACTICES PERCEPTIONS ON 
SERVICES RENDERED BY CENTRAL EQUATORIA STATE 
The human resource perceptions on service delivery were concerned with the efficiency 
and the effectiveness of Public service delivery. To enhance service delivery, it was felt 
that the government of Central Equatoria State needed to ensure that public 
appointments, recruitment, promotion, training and development of staff to be managed 
effectively. However, the term Service has different meanings, thus, posing problems 
particularly to the researcher in the area.  Despite the wide ranging array of meanings, 
the ultimate goal of public service is to deliver quality services to the citizens and this 
perspective relates to the existence of research in knowledge, performance, manpower 
planning, recruitment, skills development and service delivery in the Central Equatorial 
State, South Sudan. 
 
Interviews conducted with the Stakeholders representing the citizens on the services 
rendered by the Central Equatoria State government tended to suggest that 
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stakeholders were generally satisfied with the services rendered by the state; however 
other respondents contradicted this perception. The majority of stakeholders claimed 
that the state misplaced priorities in service provision and inadequate services were 
offered to them. In their perception this might be arising due to inadequate salaries. The 
employees, who go for two to three months without salaries in Central Equatoria State, 
may lead to ineffective services being rendered to the citizens. Hence, employees need 
continuous and adequate remuneration, so that high quality services are offered to the 
citizens of the State. Therefore, to enhance efficient and effective service delivery to the 
citizens among other things, continuous salary payments to  employees is necessary in 
order to improve their standards and performance,  so as to ultimately satisfy the 
service delivery needs of the state citizens. 
4.10. CONCLUDING REMARKS  
The chapter presented and analysed the data that was collected from the Ministry of 
Public Service, Central Equatoria State, Directorates of Human Resources, from the 
administrative employees and the stakeholders representing the citizens, who were the 
respondents in this study. The study used both quantitative and qualitative methodology 
of data analysis. Data was presented in tables, charts and graphs and was interpreted 
and discussed. The researcher made use of a technique called graphical analysis for 
purposes of showing clear results of the data. The main objective of this technique was 
to present data in a way that was easy to understand and interpret. The results 
suggested that the appointment of civil servants in Central Equatoria state needed to be 
improved in order to promote effective service delivery to the people.  The next chapter 
provides the summary and concluding remarks for the study and recommendations that 
Central Equatoria State may need to consider so as improving on human resource 
management practices in the State. 
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CHAPTER FIVE 
 
SUMMARY, CONCLUSION AND RECOMMENDATIONS 
 
5.1. INTRODUCTORY COMMENTS  
The purpose of chapter five is to summarise the study in order to draw conclusions and 
recommendations for the improvement of Human Resource Management Practices by 
civil servants in the Ministry of Public Service in Central Equatoria State, South Sudan. 
Chapter four focused on the presentation, analysis and discussion of the data collected 
using interviews and questionnaires from the Central Equatoria State, Ministry of Public 
Service, and the administrative employees.  
5.2. SUMMARY OF STUDY  
The first chapter consisted of the general introduction to the study in terms of the 
background, the problem statement, the research questions and the objectives of the 
study. The objectives of this study were to identify the key procedures used by the 
Ministry of Public Service in human resources management in Central Equatoria  State, 
to establish the challenges faced by the Ministry of Public Service in human resources 
management procedures in Central Equatoria State, to identify employees‟ perceptions 
on human resources management practices in Ministry of the Public Service in Central 
Equatoria State and to  determine how and to what extent the Ministry of the Public 
Service can further improve on human resources management practices in Central 
Equatoria State  to enhance service delivery in Central Equatoria State. 
 
Chapter two reviewed literature related to Human Resource Management Practices in 
the Ministry of Public Service in Central Equatoria State, South Sudan. The chapter also 
discussed literature on the management of human resources practices, human resource 
development, training and recruitment, the methods of recruitment, the appointment 
processes and the theoretical framework for training and the development in Public 
Administration. Chapter three described the research design, the scope of the study, 
methodologies used in this study. The methodologies led to the description of the 
research techniques, research approach and instruments used to collect data, such as 
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the interview and questionnaires and focus group interviews which were both   
quantitative and qualitative in nature.  
 
In chapter four, data were presented, interpreted and analysed. Both quantitative and 
qualitative methods of data analysis were used.  In the analysis process, the researcher 
made use of the technique called graphical, charts and tabular analysis for the purpose 
of displaying numerical data. The main aim of graphical and tabular analysis was to 
present data in a way that was easy to understand and interpret.  Qualitative data was 
coded into themes which emerged from common patterns in the data, as a result of data 
filtering. The results revealed the need for staff in the Departments of the Ministry of 
Public Service to possess knowledge, skills and competencies required for optimum 
resource management and development. There was also need for more effective and 
efficient, policy based strategies for appointing, recruiting, training and development and 
employing new staff and promoting such staff, so that they deliver efficient and effective 
human resource management practices to the Ministry of Public Service in Central 
Equatoria State, South Sudan. 
 
5.3. FINDINGS OF THE STUDY  
The results of this study tend to suggest that, the Human Resource Management 
Practices by civil servants in the Ministry of Public Service, Central Equatoria State 
needed to be improved to promote effective service delivery to the citizens. There is a 
dire need for Human Resource Managers of the civil servants (appointed public officials 
and staff) to ensure efficient and effective human resource management practices for 
service delivery to the public. This could be realised by the use of proper appointment, 
advertisements, recruitment/employment and promotion procedures, training and 
development alive to the relevant enabling policy framework, regulations and 
instructions in the Ministry of Public Service, in Central Equatoria State, South Sudan.   
Staff utilisation also needed to be enhanced through staff training, so as to develop 
human resource management especially in the human resource management of 
 73 
 
suitable candidates who would provide efficient service delivery to the citizens in the 
State. 
 
The overreaching objective of the Public Service in terms of its human resource 
management practices for appointment, advertisements, recruitment/employment and 
promotion procedures, training and utilising civil servants is to ensure effective and 
efficient service delivery to the people of Central Equatoria State. The legislative 
framework impacting on skills development encourages public employees to be properly 
appointed, trained, recruited, promoted and developed. This calls for a more holistic and 
effective manpower planning strategy, enshrined appropriate and relevant enabling 
Acts, in order to facilitate high performance of human resource managers for effective 
and efficient public services delivery. Results showed that the respondents pointed out 
that the, Human Resource Management practices by civil servants in Central Equatoria 
State have to endeavour to accommodate staff, to ensure that they are involved in 
setting the objectives that are to be achieved in the State. The respondents further 
revealed where training and development has taken place, the evidence of appointed 
public officials‟ ability to use the knowledge and skills derived from the training courses 
to better performance and productivity in their jobs. They attributed to capacity building 
exercises conducted in seminars they attend, which in their views enhanced reliable 
service delivery in Central Equatoria state. In regard to compensation, pensions, social 
security, house allowance, medical insurance for children, the staff attributed that those 
things are not being provided to junior staff and those with lower rank grades are the 
beneficiaries. These are not properly inspected and followed by the human resource 
department. When complains are raised for, normally little attention is being paid for by 
the Directors of each department and thus degrade the work of human resource officials  
 
5.4. LIMITATIONS AND ORIGINALITY OF THE STUDY  
5.4.1. Limitations 
The mini-dissertation found that relationships have been established between a range 
of HRM practices, policies systems and performance by human resource managers in 
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Central Equatoria State. Despite this administrative function being an important concern 
for HR professionals in Central Equatoria State, South Sudan there is has been very 
little research exploring the link between HRM policies and practices emanating from 
administrative discretion, as a consequence of street-level bureaucracy in the Ministry 
of Public Service Central Equatoria State, South Sudan. 
 
The mini-dissertation shows recent studies that have found HRM practices to be 
associated with staff outcomes such as good service delivery, yet they yield little 
information regarding the processes through which human resource management 
practices affect individual performance and its consequent impact on the Departments 
of Human Resource Management. The use of approaches that seek to gain an 
understanding of workers' interpretations of their experience, that is to say the human 
resource management process through which human resource management practices 
can affect individual performance, may shed some light on how these processes work in 
practice. There was a fairly acceptable response rate which however has to be 
generalised and transferred to other similar contexts as in Central Equatoria State, 
Ministry of Public Service with caution.   
 
5.4.2. Originality  
The mini-dissertation presents findings drawn from a review of previous research on a 
subject of increasing relevance to HR researchers and practitioners in the Ministry of 
Public Services, in Central Equatoria State in South Sudan.  
 
5.5. POLICY RECOMMENDATIONS 
The following recommendations are put forward for the Ministry of Public Service in 
Central Equatoria State, to improve the human resource appointment and development 
system: 
 The Ministry of Public Service in Central Equatoria State should adhere with the 
various legislations and policies that have been developed by the government, to 
ensure that the state human resource practitioners are committed to upholding 
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them and appropriately qualified civil servants have to be given first preference in 
recruitment. . It is thus critically important that the Ministry urgently reviews and 
updates its system of human resource management practices in order to provide 
quality services in the State. 
 
 Human resource management practices should be an integral part of the work for 
all personnel especially in a rapidly changing environment, such as the post-war 
South Sudan. It is important that the personnel should be continuously kept busy 
to keep up with the   technological changes in State. 
 
 Training and development programmes should be based on identified needs of 
the State and before the training starts, it must   be ensured that the identified 
needs really are the human resource management needs. Human Resource 
Departments within the Ministry of Public Service in Central Equatoria State 
must be strengthened to increase its contribution in human resource 
management practices. This can be done by increasing capacity and human 
resources management practices reforms. 
 
 The appointed/promoted and newly recruited personnel should be evaluated in 
terms of their performance to make sure that the positions advertised attract the 
best possible candidates.  It is therefore important that the directorates in the 
ministry of public service evaluate recruitment processes of human resource 
personnel. It is thus recommended that ongoing evaluation and assessment 
should form part of all human resource management practices in Central 
Equatoria State.  
 
 Individual records for appointed, promoted and newly recruited personnel should 
be kept in confidential files, for accurate record keeping and for future use in the 
training and promotion of human resources. 
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 Skills, knowledge and capabilities identified during work performance should 
further be linked to promotions, job evaluations and performance assessments, 
in Central Equatoria State, South Sudan. 
 
 All the human resource management skills and knowledge accrued from Central 
Equatoria State by competent personnel should be transferable to other states in 
the Republic of South Sudan, through seminars and workshops and other 
training and development programmes. 
 
5.6. CONCLDING REMARKS 
This chapter summarised the study, drew conclusions and made recommendations for 
the improvement of human resource management practices in the Ministry of Public 
Service in Central Equatoria State, South Sudan. The findings in this study are that 
human resource management practices by human resource practitioners are integral in 
efficient and effective service delivery service in Central Equatoria State. This could be 
realised by the use of proper appointment, advertisements, recruitment/employment 
and promotion procedures, training and development, performance management alive 
to the relevant enabling policy framework, regulations and instructions in the Ministry of 
Public Service in Central Equatoria State, South Sudan. There were also 
recommendations for the Ministry of Public Service in Central Equatoria-South Sudan in 
order to enhance proper human resource management practices by human resource 
staff and practitioners. The main recommendations made were that human resource 
management practices should function within various legal enactments that have been 
established by government to transform and increase staff performance and competent 
to core of the human resource management practices in the Ministry of Public Service in 
Central Equatoria State, South Sudan. 
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APPENDIX A: LETTER OF REQUISITION 
 
 
Date: 03/09/2012 
 
The Director General, 
Ministry of Labour, Public Service & 
Human Resource Development 
Central Equatoria State 
Republic of South Sudan. 
 
Dear Sir,  
 
RE: REQUEST FOR PERMISSION TO CONDUCT RESEARCH STUDY  
 
I am a student at the University of Fort Hare, completing a Degree Master of Public 
Administration in the Faculty of Management and Commerce, Department of Public 
Administration at the University of Fort Hare (Bhisho Campus). I am sure and you are 
aware that any postgraduate study involves completion of a Treatise or Dissertation or 
Thesis. It is for this reason that I request your personal and professional permission to 
partake in my research in the Ministry of Public Service in Central Equatoria State.  
 
The title of my research Treatise is An appraisal of Human Resource Management 
Practices in the Ministry of Public Service, Central Equatoria- South Sudan and is 
being undertaken under the Supervision of Mr. MM Sibanda.  
The primary objective is to assess Human Resource Management Practices in the 
Ministry of Public Service, Central Equatoria State-South Sudan. The secondary 
objectives of the study are to: 
1.  Identify the key Practices used by the Ministry of Public Service in human 
resources management in Central Equatoria State. 
2.  Establish the challenges faced by the Ministry of Public Service in human 
resources management practices in Central Equatoria State. 
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3.  Identify employees‟ perceptions on human resources management practices in 
Ministry of the Public Service in Central Equatoria State. 
4. Determine how and to what extent the Ministry of the Public Service can further 
improve on human resources management practices in Central Equatoria State. 
 
The research study shall make use of completion of questionnaries and focus group 
interviews with key selected potential participants or respondents. judgemental. The 
potential participants or respondents would thus include the Director General and staff 
from the different Departments of human reource management.. This study will also 
pinpoint areas of weakness which the Ministry of Public Service can work on to improve 
mutual human resource management practices, ultimately leading to better service 
delivery. 
 
The ethical research principles will be strictly adhered to thoughout the research 
process, so as to maintain a high standard of work and a high quality of the research 
study. The infomation obtained will be used only for purposes of this study, and will 
ensure anonymity and confidentiality of potential research participants or respondents. 
A copy of the full research report, once approved by the University will be handed to the 
Ministry of Public Service in Central Equatoria State.  
 
I thus, request granting of permission to collect the necessary data from relevant 
diffferent departments of human resource managment for the purposes of completion of 
my Research Treatise. Your kind assistance in granting me permission will be highy 
appreciated and thank you for taking the time and in allowing your staff to be part of this 
research study, as I am sure it will not only be of benefit to me but to them as well. 
 
Yours faithfully, 
 
 
............................... 
Maka Mustafa Fataki  
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APPENDIX D: RESEARCH QUESTIONNAIRES 
    
 
UNIVERSITY OF FORT HARE 
FACULTY OF MANAGEMENT AND COMMERCE 
DEPARTMENT OF PUBLIC ADMINISTRATION 
 
 
I am Maka Mustafa Fataki currently studying towards a Degree Master of Public 
Administration in the Faculty of Management and Commerce, Department of Public 
Administration at the University of Fort Hare (Bhisho Campus). I am expected to 
undertake a research project in partial-fulfilment of the requirements for this master 
programme. The topic of this research is: An appraisal of Human Resource 
Management Practices in the Ministry of Public Service, Central Equatoria- South 
Sudan 
I kindly request your cooperation in completing this questionnaire. Your contribution to 
this academic endeavour will be greatly appreciated since it will assist the researcher to 
achieve the objectives of the research. Information obtained will only be used for 
academic purposes and your anonymity is fully guaranteed. Please may you avail and 
answer all the questions frankly and honestly as you can.   
 
 
a. Your title…………………………………………………………………………………… 
b. Ministry…………………………………………………………………………………… 
c. Department……………………………………………………………………………… 
d. Gender.......................................................................................................... 
 
1.  How many departments of Human Resources Management in the Ministry of 
Public Service? ………………………………………………………………………..... 
          And could you mention them 
a. ……………………………………………………………………………………………… 
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b. ……………………………………………………………………………………………… 
c. ……………………………………………………………………………………………… 
d. ……………………………………………………………………………………………… 
e. ………………………………………………………………………………..................... 
f. ……………………………………………………………………………………………... 
g. ……………………………………………………………………………………………… 
h. …………………………………………………………………………………………….. 
i. …………………………………………………………………………............................ 
 
2.   Do each department work jointly or separately? 
If jointly, explain………………………………………….............................................. 
………………………………………………………………………………………………
………………………………………………………………………………..................... 
 
If separately, explain…………………………………………………………………..... 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
3. What are the policies being used when recruiting or selecting new staff members 
in the Ministry of Public Service? 
………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………………………………………………………               
 
4. What qualification being considered during selection and recruitment? 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
5. Do human resource managers use oral or written interview when recruiting or 
selecting new staff? 
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If yes, explain……………………………………………………………………………... 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
If no, explain…………….......…………………………………..................................... 
................................................................................................................................. 
................................................................................................................................. 
 
6. Do gender balance being considered during recruitment, selection and training 
time? 
If yes, explain…………………………………………………………………………...... 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
If no, explain……………………………………………………………………………… 
………………………………………………………………………………………………
……………………………………………………………………………………………... 
 
7. Do human resource managers consider age distribution during recruitment? 
If yes, explain…………………………………………………………………………... 
 
If no, explain…………………………………………………………………………… 
 
8. Do they consider health status of someone when recruiting? 
If yes,   explain………………………………………………………………………… 
 
If no, explain……………………………………………………………………………… 
 
9. What is the most challenging thing in your work? 
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a) …………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………… 
 
b) How do you overcome the challenge in your work? 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
10.  What is the most enjoyable part of your work? 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
11.   How do you handle pressure at your works place? 
………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
12.  Who  decides/  authorizes  the  need  for  recruitment 
……………………………………………………………………………………………… 
 
13.  Do you Human Resource give sufficient opportunity for? 
 
Internal applicant...................................................................................................... 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
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External applicant………………………………………………………………………... 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
 Does Human Resource manager use assessment centre to determine potentials 
of   the applicant?..................................................................................................... 
 
If no, explain............................................................................................................. 
................................................................................................................................. 
 
14. Who  makes  the final  decision  on the  candidate hr  or  line manager  or 
 panel?.....................................................................................................................
................................................................................................................................. 
 
What is your opinion on this? 
………………………………………………………………………………………………
……………………….……………………………………………………………………
…………………………………………………..………………………………………… 
 
Are the human resources being managed efficiently or inefficiently? 
a. Effectively, explain…………………………………………………………… 
..................................................................................................................... 
.................................................................................................................... 
 
b. Ineffectively, explain...................................................................................... 
...................................................................................................................... 
...................................................................................................................... 
 
15. In your  opinion,  how well is  recruitment/selection  performing in terms of 
service delivery in fields such as recruitment,  the management of equal 
opportunity and diversity, advice on employment law and legal obligations? 
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………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
16.  What are some of the criteria/considerations being put forward when appointing 
Director General, Senior Administrator and so on? 
………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
17. What problems being faced by human resource department while  
a. Recruiting/selecting new staff members? 
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………… 
 
b. Appointing/promoting a member 
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………… 
 
c. How are these problems being solved by Human Resource Managers? 
…………………………………………………………………………………………
…………………………………………………………………………………………
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…………………………………………………………………………………………
………………………………………………………………………………………… 
18. In your own opinion, is the recruitment/selection function well organized and 
properly staffed with qualified professionals who are actively concerned with 
continuous professional development?.................................................................... 
................................................................................................................................. 
................................................................................................................................. 
................................................................................................................................. 
 
19. What are the different methods used in recruiting/selecting of new staff. Tick the 
following options. 
a. Regular selection by in house 
b. Outsource  
c. Head hunting 
 
20. Do training being carried for new or old staff members? 
If yes, explain…………………………………………………………………………….. 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
If no, explain…………………………………………………………………………….... 
………………………………………………………………………………………………
…………….……………………………………………………………………………… 
 
21. Do all the staff members follow their jobs‟ descriptions and designs? 
If yes, explain…………………………………………………………………………….. 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
If no, explain……………………………………………………………………………… 
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………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
22. Does all the staff meet their job designs, set targets and goals? 
If yes, explain……………………………………………………………………………... 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
If no, explain…………………………………………………………………………….... 
……………………………………………………………………………………………… 
……………………………………………………………………………………………… 
……………………………………………………………………………………………… 
 
23. In case one of the staff failed to meet the job design, set targets and goals, what 
measures being taken against such case? 
………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
24. How is the filling system being carried and how any files do have for each 
members…………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
25. What are the steps taken by the human resource department to promote? 
a. Staff 
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………… 
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b. What are the challenges face in promoting a staff 
…………………………………………………………………………………………
…………………………………………………………………………………………
…………………………………………………………………………………………
………………………………………………………………………………………… 
c. In your own opinion, what could be done in order to overcome the 
challenges in regard to promotion? 
………………………………………………………………………………………………
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
26. In case a worker absent himself or herself from an office for some quite long 
time, what legal procedures can be taken against such act? 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
27. In your own opinion, do Human resources Managers consider qualifications in 
terms of salaries pay? 
If yes, explain........................................................................................................... 
................................................................................................................................. 
          If no, explain……………………………………………………………………………... 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
28. Is there legal age limit set for someone to retire from a post? 
If yes, explain…………………………………………………………………………...... 
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………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
If no, explain…………………………………………………………………………….... 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
29. After someone has retired or the position is left vacant, will the position be 
immediately filled? 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
30. After retirement, do each member being entitled to pension? 
If yes, explain…………………………………………………………………………….. 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
If no, explain……………………………………………………………………………… 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
31. Do workers being given working allowances like transport, accommodation since 
some of them stay far away from their working places? 
If yes, explain…………………………………………………………………………… 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
If no, explain……………………………………………………………………………… 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
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32. Are the workers being entitle to treatment by the Ministry in case one falls sick? 
If yes, explain…………………………………………………………………………...... 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
If no, explain……………………………………………………………………………… 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
33. Do workers have life insurance? 
If yes, explain……………………………………………………………………………... 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
If no, explain……………………………………………………………………………… 
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
34. In case the person passed away, what legal procedures are used to entitle the 
children of the deceased benefit from the pension? 
………………………………………………………………………………………………
………………………………………………………………………………………………
……………………………………………………………………………………………… 
 
35. In case of holidays, how many days given to each employees 
……………………………………………………………………………………………… 
 
36. On what ground/pretext can employee be terminated from? 
a. Post/office? 
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………………………………………………………………………………………
………………………………………………………………………………………
……………………………………………………………………………………… 
 
b. What are the legal procedures taken to terminate such a staff from a post? 
………………………………………………………………………………………
………………………………………………………………………………………
……………………………………………………………………………………… 
 
 
 
 
 
Thank you for participating for the above questions and your data collected here will 
remain for the sole purpose of the Study. 
 
May God bless you. 
 
Student: Maka Mustafa Fataki 
 
 
 
